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ABSTRACT
Christian Charities and Cultural Changes: A Descriptive Study
by
Floyd C. Babcock
Demographically it would seem that in the constituency from which Canadian
churches and para-church organizations raise funds for recruiting and supporting various
missionaries, the predominantly Anglo-Saxon support base is remaining static while the
over-all population is increasing. I would propose that the churches and para-church
organizations need to be more aware of the opportunities to expand this support base
afforded by the ethnic and cultural changes taking place.
This study has potential value and significance for churches and para-church
organizations in that the Canadian Bible Society (C.B.S.) could serve as a model for
restructuring organizations.
The goal of this project is to design new methods and plans for the C.B.S. in it's
organizational structure and it's system of operation enabling their fund raising and
recruitment to embrace new immigrant communities of the Chinese in the Metropolitan
Toronto area.
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CHAPTER 1
Christian Charities and Cultural Changes:
A Descriptive Study
I met Li An-chuan when I was a guest lecturer at Acadia University in
November, 1990. Following my first lecture of five that day, An-chuan, a theology
student, approached me and showed me the Bible he had received in China. The
Bible had been printed on the Amity Printing Press in Nanjing, China. I had
spoken of the printing press in my lecture and here was the evidence that Bibles
were being printed and distributed in China.
I asked An-chuan how he had become a Christian and inquired as to how he
was able to study theology in Canada. He told me a very interesting story.
An-chuan was born in 1955, six years after the Communists had taken over
China. His family did not believe in Doaism, Buddhism, or Confucianism ~ they
were taught by the Party that all religions were harmful and should be restricted
and destroyed. An-chuan was educated in the Communist system and as a young
boy dreamed of being a Communist hero and devotee of Chairman Mao.
His father died when An-chuan was six years old. He was raised by his
mother and disciplined harshly by his step-father and older brother. Though An-
1
2chuan desired to be loved by his step-father and brother he never received any
affection.
In 1967, when An-chuan was twelve years old, his illiterate grandmother
gave him a pocket book she had found at a paper recycling factory. She assumed
it to be a dictionary that might be useful to her grandson. It was XINYU
OUANSHU, "New Testament". An-chuan read two pages and remembered it
saying only, "who was whose father and who was whose father. I got confused."
An uncle found out about the New Testament and explained that it was a very
dangerous book that could bring disaster to the family. It was immediately
burned. An-chuan became even more confused.
At that time China was undergoing the great political campaign called the
Cultural Revolution. An-chuan could see that this upheaval had not brought any
joy, peace, love, or meaning to the lives of people. On the contrary he said, there
was hatred, suspicion, rebellion, and fighting throughout China. This "class
struggle" took place in families as well as in society. His family went through
great suffering. Trust among friends had virtually been obliterated in his country.
An-chuan felt alone in the world; life was meaningless to him.
An-chuan graduated from College and became an EngHsh teacher, yet this
loneliness became more and more obvious. Karl Marx did not tell him the
meaning of life and science did not contain the compassion An-chuan needed. In
1979, An-chuan, searching for meaning and hope in life wrote a letter of inquiry
to the British Broadcasting Corporation (B.B.C.). The B.B.C. did not know what
3to do with the letter so an employee forwarded the letter to Janet Taylor, a
member of the British and Foreign Bible Society. Janet sent An-chuan a copy of
each of the gospels and even though these gospels were in the King James
Version English, An-chuan understood them. Through reading them An-chuan
found the meaning and purpose of life, and the love that he needed. He was not
alone in the world anymore. An-chuan believed this book was the one the
Chinese people needed most. Rather than teach English he desired to teach the
Bible, or as An-chuan said, "I wanted to be trained as a Bible teacher, or another
word, pastor.''
It was not until 1986 that An-chuan found out there was a seminary in
Nanjing which trained people to be Bible teachers and pastors. An-chuan applied
to attend, wrote the entrance exam, passed, and was accepted. However, to
attend the seminary An-chuan needed permission from his leader at the school
where he taught plus "leave" from his responsibilities. An-chuan was told he was
needed where he was and permission was denied.
An-chuan knew there were many people in China, just like him, who were
searching for the truth, the true love, and the true friend. He did not give up
hope because he believed people needed him to help them find, read, and
understand the Bible. He believed "God's door is always open to those who want
to come in." In 1987 Canadians teaching at Li's school invited him to their Bible
study group; soon many young people were attending this study. When
government officials found out that Chinese were studying the Bible with
4foreigners they prohibited them from attending. An-chuan then suggested that he
and his friends have their own study group. This group proved very successful yet
An-chuan wished he were better trained to lead.
In 1988, through one of the Canadian teachers at his school, An-chuan
received an invitation from the President of Acadia University to study at Acadia
Divinity College. This was an opportunity not often received by Chinese of Li's
area. In August, 1990, after almost two years of going through all the formal
procedures An-chuan arrived in Canada to begin his studies. According to his
Chinese documentation he was in Canada to study Canadian culture but, with
strong support from Christians and pastors back home, his plan was to return to
work in the Chinese church.
An-chuan reported that the Chinese church was growing very fast since the
government had adopted an open-door policy. Churches are full, with many
members of the congregation spilling over into adjacent courtyards at each
service. There are numerous home Bible studies. An-chuan thanked the
Canadian Bible Society (C.B.S.) for assisting in building Amity Press, the Bible
printing house. He said that some 3 million Bibles have now been printed, yet for
most Chinese it is still difficult to find a Bible. He said the Chinese are ready to
turn to Christianity, but one problem is that the workers are few. Most pastors
were trained prior to 1949 by missionaries; those left from those days are few and
elderly. He said there is an urgent need to train pastors and build up seminaries.
5An-chuan said that God was working in his country. Before 1949 pastors had
freedom to preach where they wanted but few people came to church. Now,
despite all the political campaigns and persecution, the strict government control
and strong propaganda, more and more come to church and turn to God. Many
Chinese have come to realize they need the true God to guide their life.
An-chuan, in a testimony said, T am glad Jesus said you are the salt of the
world, you are the light of the world. He did not say you are the salt of Israel or
the salt of America or the salt of China. China has a share to bear the witness in
the world for Jesus Christ. So I come for His service." He anticipated a very
busy ministry after his study but it was not to be. On April 25, 1991 a Memorial
Service for Li An-chuan was held at Maiming Memorial Chapel, Acadia
University. Li An-chuan died from injuries sustained in an automobile accident.
The story of Li An-chuan speaks to our hearts. It communicates, first of all, a
deep appreciation for a traditional historical past. A letter of inquiry to the
B.B.C. was redirected to the British and Foreign Bible Society because the Bible
Society had been an important part of British life for one hundred and eighty-five
years. Yet it also speaks to the future ~ of tremendous needs and opportunities
beyond our self-perpetuating, inward looking organizations. World needs are very
real and opportunities to respond are unlimited. In Canada, with our enormous
economic and technical resources, we must cast a vision before people of "what
can be" not "what has always been". Canadian people are very supportive of
traditional historical organizations. Yet to respond to the magnitude of need in
6the world today will require bold new understanding of who we are and a plan to
move us beyond our present comfort zones. We must be international in
developing and directing our future. We must allow the Chinese in Canada to
blend their urban mind-set with the traditional British rural approach. This
dissertation addresses the problem of how the C.B.S. as a time-honored Christian
organization needs to change in order to respond appropriately to the new
opportunities emerging in a changing Canadian society. Its focus is limited
primarily to the Chinese as they represent a visible presence in Canada today.
(There are several other cultural groups which could also be included, but to do
so would make the dissertation too broad and thus difficult to focus.)
The Significance of this Study
Demographically it would seem that in the constituency from which Canadian
churches and para-church organizations raise funds for recruiting and supporting
various missionaries, the predominantly Anglo-Saxon support base is remaining
static while the over-all population is increasing. Following World War II
Toronto was predominately a white Anglo population base with 97% of its
population reflecting British roots. (Canada A Portrait 1991:21) Traditionally,
most immigrants coming to Canada were European, mostly from Britain.
Immediately after World War II, and in the early 1980s, many Eastern Europeans
took refuge in Canada; in the mid-1970s, there were large numbers of West
7Indians and Africans, and in thie late 1970s, Southeast Asians. In the 1980s, an
increasing number of refugees from Latin America, the Middle East and Western
South Asia settled in Toronto. From 1979 - 1988, over half of Canada's
immigrant population resided in Ontario, where immigrants represented almost
one-quarter of the population. Statistics Canada reports that in 1986 (most recent
complete data) 37% of Metropolitan Toronto's population were immigrants.
(Canada A Portrait 1991:28.) (Please refer to charts and graphs in Appendix A.)
More and more immigrants are entering the area thus changing the ethnic mix. I
would propose that the churches and para-church organizations need to be more
aware of the opportunities to expand this support base afforded by the ethnic and
cultural changes taking place.
This study has potential value and significance for churches and para-church
organizations in that the C.B.S. could serve as a model for restructuring
organizations. Given that the traditional Anglo-Canadian supporters have
remained constant, and that the new inunigrant Christian communities are not
being embraced, C.B.S. should design new methodologies and long-range planning
in fund-raising and recruitment to respond to this change in the ethnic make up of
Canadian society. The world-wide scope of the Bible Society provides Bibles,
New Testaments, portions of Scripture, and Scripture selections in the many
languages represented in these ethnic churches. Churches have reason to respond
by expressing their needs and forming cooperative efforts with C.B.S. because the
C.B.S. has affordable Scriptures available in various languages and formats to
8assist them in meeting the ethnic and cultural changes taking place. Also, the
organizational structure of the C.B.S. comprises a Board of Directors made up of
representatives from churches. Thus, churches are able to achieve desired results
for scripture needs through the C.B.S. because they have access to the decision
making process. The C.B.S. is a Society existing to meet the scripture needs and
requests of churches, mission groups and para-church organizations.
The Problem Stated
It is common for large organizations such as C.B.S. seemingly to function
without recognizing the changing society of which they are a part. I therefore
make the following broad assumption about churches and para-church
organizations: throughout its history and traditions an organization can become
so entrenched in bureaucracy, institutional operation, and maintenance that
changes in the ethnic mix of the population served can either go unnoticed or are
ignored. For example, the C.B.S. 's organizational structure and support
mechanisms for much of its general fund-raising, recruiting and supporting of
missionaries, and community involvement has not changed despite the fact the
ethnic mix has changed drastically in the past thirty years. The C.B.S. has
followed a traditional British model of a classical organization based on a small
town mind-set of the 19th Century. (Consulting Firms have analyzed the
supporters and volunteers of the Bible Society forming a profile of "over 55 years
9old, predominately English speaking, female, and living in rural Canada.") The
National Senior staff were English speaking until 1985 when a French Canadian
was hired as the head of the Secteur Francophone. An EngHsh Canadian,
bilingual staff person was hired in Montreal, and a French Canadian, bilingual
staff person was hired in Quebec City - both in 1985. An English Canadian,
bilingual staff person was hired in Ottawa in 1988.
Since the primary purpose of C.B.S. is to translate, produce, and distribute the
Bible, without doctrinal note or comment, in all languages, and at prices people
can afford, this research, therefore, attempts to study how the C.B.S. can
reorganize its structure and system of operation to address the ethnic and cultural
change that is taking place in Canada and involve the new immigrants in
cooperative efforts.
Goals and Objectives
The goal of this project is to design new methods and plans for the C.B.S. in
its organizational structure and its system of operation enabling their fund raising
and recruitment to embrace new immigrant communities of the Chinese in the
Metropolitan Toronto region. There are many immigrant groups in the
Metropolitan Toronto area, but the Chinese have immigrated in large numbers to
Toronto to the point where it now houses the largest Chinese community in
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Canada. (Statistics from the Canadian Chinese Association cite Toronto with a
Chinese population greater than Vancouver.)
The scope of this study is limited to the organizational structure of the C.B.S.,
and the Christian Chinese living in the Metropolitan Toronto area. It is hoped
the study can be used to produce a strategy for the C.B.S. which may in turn be of
assistance to churches and para-church organizations in relating to all ethnic
groups in Canada, moving organizations from a traditional Anglo-Canadian,
predominantly rural and small-town, mind-set to a structure that embraces the
ethnic shift which is not Anglo-Canadian and are people who tend to be
predominantly urban.
Procedure
An in-depth review and analysis of the C.B.S. organization and stnicture was
conducted. Objectives were reviewed and restated. All positions within the
organization were reviewed in relation to the mandate and mission statement of
the Society. A work plan, to give a corporate understanding of organizational
principles, was designed and a time schedule for action and implementation was
made. Job descriptions were written to clarify roles within the C.B.S; positions
were analyzed to discover which tasks in various departments could be unified in
one area and job redundancy avoided. The findings were then presented to the
Executive Committee and National Board for their review and approval.
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To relate the organizational structure and ministry of the C.B.S. to the
Chinese, interviews were conducted to isolate social, cultural, and religious
characteristics of the immigrant peoples.
An initial pilot study was given to a small population of Christian Chinese to
discover if there were any items in the gathering instrument used in the interviews
that were difficult to understand or inappropriate to ask. In addition to this,
people of British roots and members of traditional churches were interviewed for
their responses to living with and worshipping viath peoples of different
nationalities. Some of the people interviewed were members of multi-cultural
congregations; others belonged to mono-cultural congregations.
Before the interviews were conducted, the interview questions were reviewed
with each participant. A covering memo was attached explaining why the
interview was being conducted and that I was an employee of the Bible Society.
(Please refer to Appendix B to see the memo and the interview instrument.)
The interview schedule was divided into three sections with each section
having five questions. In the first section people were asked about their country
of origin, their thoughts upon leaving their home country including comments
about their families, the economics of their region and any other remarks they
might wish to share. They were asked why they chose to move to Canada as
opposed to emigrating to other countries around the world. I also sought
information about their prior church and Christian involvement before moving to
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Canada. Throughout the interview they were asked to give their personal
thoughts about their involvement with the church in their home country.
The second aspect of the interview schedule revolved around the role of
Christianity in the new immigrants' lives since they moved to Canada. I asked
them what place their former culture now held and any feelings about the past
they cared to discuss. They were also asked how they viewed the Christian church
in Canada. As each interviewee responded I encouraged them to candidly express
how they saw things from their own point of view.
Through the questioning I endeavoured to draw from the respondents how
they saw themselves and the specific church they were now a part of in relation to
their view of how they understood the Christian church generally.
I wanted to know if they saw the church as a building on the corner where they
met with their friends and worshipped God, or did they see the church as a part
of God's redemptive plan for the world. They were encouraged to respond with
their views on what they would like to see happen in the church.
I did not try to focus their thinking to the way I wanted them to respond rather I
wanted to hear their hopes, desires, and dreams for Christianity in their new
country.
Through the third section of the interview schedule I made inquiries about
their views and perceptions toward Churches and para-church organizations which
are considered to be non-Chinese organizations. Further, I asked whether they
saw them selves in their new country as being supportive or needing to be
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supportive of these Christian organizations. I talked with each interviewee about
why and how they did this. If they did not feel particularly supportive then I
asked why they did not support or participate with the churches and organizations
who had a ministry mandate beyond their ovm particular environment.
At this point in each interview I shifted the focus. In the covering memo
accompanying the interview schedule I stated that I was a Christian minister
working with the C.B.S.. It was from this context the remainder of the interview
flowed. I told them that the C.B.S. was connected with other Bible Societies
around the world forming the United Bible Societies. I explained the mandate of
the Society: that we translate, produce and distribute Scriptures in the languages
of the world and at prices people can afford to pay. I then asked them if they
had ever heard of the Bible Society before. Having given an explanation of what
and who the Bible Society was to each interviewee I then asked each one how the
Bible Society could be of assistance to them as individuals and what services the
Society could provide their church and/or community.
At this point I requested that the interviewees place themselves in the
position of the person responsible for the functioning of the Bible Society. I
asked them what they would do to make people of their cultural community more
aware of the C.B.S. so that their people would make use of its various services
and be willing to support its various ministry opportunities financially.
I am a Protestant of British descent. In formulating the interview schedule I
believed I had been very thorough and precise in my questions. Not having had
14
previous cross-cultural experience and having had limited exposure to Chinese I
discovered how little I knew. The mind-set that v^ote the interview schedule was
completely Anglo-Canadian. The Chinese with whom I spoke were very polite
people, especially when addressing someone of a different culture. They were
very careful to not say anything that would be interpreted in a negative way. To
expect them to be open with me, a W.A.S.P., an employee of the C.B.S., and one
who in most cases they were meeting for the first time was very naive on my part.
It was soon obvious that I knew very little about the Chinese and that I
needed a new strategy. I asked a Chinese-Canadian neighbour if he and his wife
would arrange with an authentic Chinese restaurant for an evening of "Peking
Duck". This was the beginning of many meals in various Chinese eating
establishments throughout Metropolitan Toronto. When the interview schedules
were formulated and constructed from my view-point and for my convenience,
they resulted in limited value and understanding of the Chinese. The "Dim Sum"
(a Chinese form of brunch) and the Chinese diimers were on the terms and turf
of the Chinese, and a different and more authentic view emerged.
Summary
In this chapter I have introduced the problems in an organization which has
become wedded, through time and circumstances, to particular social groups. I
have stated that problems arise in an organization when the social groups in the
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population change and/or shift and/or go unnoticed For purposes of this study I
have outlined the principal players: the C.B.S. and the Chinese of Metropolitan
Toronto. The procedures of reviewing and analyzing the C.B.S. have been
explained as have the procedures for approaching and interviewing the Chinese
interviewees. From this beginning point I will focus upon the Chinese in Canada
and in particular, the Chinese in Toronto. It is my intention to develop an
understanding of the characteristics and the history of the Chinese in Canada so
that a bridge can be built between the traditional historical Anglo-Canadian
thinking and Chinese Canadian thinking. Even though many aspects of the
interviews were seemingly futile, the responses and reactions to them will be
expressed because they show how an Anglo-Canadian mind-set needs to adjust. It
is then my intention to view the responses and reactions in formulation to the
thesis of this dissertation.
It then becomes important to understand who and what the C.B.S. is. I will
explain the structure of the C.B.S. to give an understanding of the organization's
history. Approaches for analyzing the C.B.S. vAll be developed so that options are
able to be discerned. Skills, interventions and strategies will be introduced to
enable the C.B.S. to change its direction.
Once this is accomplished, it is my intention to explore how a cultural group is
able to relate to an organization and how an organization is able to relate to a
cultural group. To do this I will discuss insights from cultural anthropology. It is
my intention to discuss the concept of culture, exploring areas of communications,
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relationships, and social organization. Religious and belief systems will be
examined and the dynamics of cultural change will be explained. From this
discussion an understanding of C.B.S. effectiveness will be formulated ,
With the help of insights from organizational development literature, the
relationship of the C.B.S. to the Chinese of Metropolitan Toronto will be
examined. Types of organizational theory will be explained and theories which
are relevant to church and para-church effectiveness and change will be set forth.
The means for changing the direction of the C.B.S. as it relates to the Chinese
will be introduced and from this the C.B.S. will need to state its goals for Chinese
involvement in its various programs and ministries. In addition the Chinese will
be encouraged to state their goals for involvement with the C.B.S. How this can
be achieved will also be discussed.
I will then summarize the relationship of maintenance versus ministry between
the C.B.S. and the Chinese of Metropolitan Toronto. It is my intent to provide a
synopsis of the problems and the resultant findings. It is from these criteria that
recommendations will be suggested. How this information should be applied and
the future implications for the organization will provide a framework for other
organizations experiencing similar social and cultural changes.
CHAPTER 2
The Chinese Community in Metropolitan Toronto
The focus of this chapter is the Chinese ethnic conununity in relation to the
larger Canadian community.
Understanding the History of the Chinese in Canada
Although Chinese have lived in Canada since the mid-19th Century it has only
been in the past forty years that they have not been treated as second-class
citizens. Chinese immigration to Canada became legal only in 1947 and in the
fo rm that we understand immigration today, only since 1968. Life in Canada has
been hard for the Chinese, and over the years governments have been biased
against their entry and full participation as citizens. We will examine the methods
they used to cope with the unfavorable policies and legislation which
discriminated against them as a people.
Throughout the mid- and late-1800s the Chinese in Canada basically kept to
themselves. They were primarily imported and hired at minimal salaries
(considered by some historians a form of slave labour) to build the railroad
through the rugged Canadian Rocky Mountains. The Chinese only spoke Chinese
17
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and the Enghsh-speaking employers made few attempts to communicate through
interpreters, thus proper communication was a major difficulty. Chinese clothing
and customs, including long braids for men, were visibly different from that of the
native Canadian majority. The Chinese tended to live in ghettos primarily in
Vancouver and to a lesser extent in Toronto and Montreal. Between 1904 and
1923 there were limitations placed upon the Chinese, making it difficult for them
to come to Canada. A tax of $500 was levied on all Chinese coming to Canada.
This tax applied only to the Chinese and was not levied on other groups coming
to Canada. The Chinese fiercely resented the tax for it placed great strain on
Chinese family life in Canada. To raise $500 for each family member coming to
Canada was a financial burden too great for most to bear.
The Chinese Immigration Act of 1923 was, in effect, an exclusion law,
restricting any new Chinese immigration to Canada. The Act was effective, for no
more than two dozen Chinese migrated to Canada over the next twenty-five years
from 1923 - 1947. The law was repealed and replaced after 1947.
The Japanese were another Asian group whose presence also provoked
hostility among white Canadians. Unlike the Chinese however, the Japanese
could count on the intervention of their home country. Prior to World War II
Japan was a strong, prestigious country and an ally of Britain. Because of British
influence Japanese subjects in Canada could not be so easily legislated against.
By contrast, the Chinese in Canada could only call on a weak and divided Chinese
government, whose opinions were treated lightly by the Canadian government.
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A second major disability suffered by Canada's Chinese was that most of them
lacked the franchise (the right to vote) in provincial elections. The Chinese in
British Columbia (over half the Chinese population in the country) had been
without it since 1875 when the provincial government legislated their exclusion
from voting. In Canadian practice, (and subsequently in its legislation), the right
to vote federally was contingent on provincial voting rights; thus, the Chinese
could not vote in federal elections either. Further, they were denied the
municipal vote as well. Therefore, the majority of Canada's Chinese could not
influence their destiny through the local, provincial, or federal government
systems. Moreover, in British Columbia licensing to practice law, medicine,
pharmacy, and accountancy depended on one's voter status; therefore, the Chinese
were prohibited from entering those professions. Consequently Chinese
professionals emerged in Canada only after 1947. Given this history of restrictive
legislation there were few Chinese in Canada prior to 1950 and hence very few
Canadian-born Chinese. Neither those who were native born Canadians nor those
who were naturalized Canadian citizens were allowed to vote.
But the Chinese in Canada suffered from more than these legal disabilities;
in 1907 an anti-oriental riot occurred in Vancouver, causing a great deal of
property damage and posing a threat to the lives of many Chinese. There were
periodic proposals that whites and Chinese be segregated in the school system.
There were innumerable municipal ordinances to exclude the Chinese from a
variety of occupations. Chinese hand-operated laundry businesses were harassed;
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attempts were made to bar white women from working as waitresses in Chinese
operated restaurants; efforts were made to exclude the Chinese from extractive
industries (such as market gardening); curbs were put into place to limit Chinese
vegetable farming operations.
Chinese trade associations responded to these adverse situations. They
withdrew their services from white society and boycotted the public schools. They
opposed laws against them and Chinese laborers went on strike. From 1910
onward, Chinese delegations went to Ottawa attempting to lobby for the abolition
of the head tax and other discriminatory legislation. These various forms of
protest often involved the Chinese benevolent associations (CBAs). By 1920 the
Chinese had established CBAs in all of Canada's major cities. They negotiated
directly with the white officials but there was no national CBA incorporating or
representing the various local associations. In 1923, when the Chinese
Immigration Act was before Parliament, the Chinese organized to oppose it, and
failing that, to modify its terms. To be effective in this lobby, however, required a
nationwide effort. Thus, the Chinese Association of Canada, or Protest
Association, an ad hoc committee, emerged. Ad hoc committees were not a new
organizational form to the Chinese since they had been used in the past either in
response to short-term emergencies in Canada or as fund-raising devices for relief
efforts to respond to disasters in China. Eight lobbyists went to Ottawa in 1923.
We do not know how they were selected, but their composition is most
interesting. For exam.ple, although Vancouver was the largest Chinese community
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it had no representative. A Canadian-bom Chinese from Victoria represented
British Columbia. There was a representative from the Prairies, one from Ottawa
(who perhaps had political connections in the capital), two from Montreal, and
three from Toronto. Although the Chinese community was most numerous in the
west, six of the eight lobbyists were from the east. Of these, one was a
Kuomintang leader and one was a Freemason leader and one was a Chinese
Protestant minister from Montreal. (Kuomintang is a Chinese secret organization
having lodges for social enjoyment and mutual assistance. It is somewhat similar
to Freemasonry.) Perhaps most interesting of all was that the three persons from
Toronto were from the Chinese Christian Association.
Toronto is the largest Chinese community in eastern Canada. The logic of
Canadian politics, in which closeness to Ottawa counts considerably, cast Toronto
in the key role. The day-to-day operations of the Chinese Association of Canada
over the next several months were in the hands of the Chinese Christian
Association of Toronto. Protestant Christian influence was very strong in the
Chinese community in Toronto. Its members were young, articulate, and oriented
toward Canada not China. Because of their Christian character, they could work
effectively with white churchmen of high standing in the same locality where
Canada's churches and missionary organizations had their headquarters. These
white church leaders were among the few supporters of the Chinese cause, and
even they were ambivalent. For example, they opposed the 1923 exclusion bill
because it inhibited bringing more Chinese ministers from China to work among
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the Canadian Chinese and because of the continued absence of Chinese families
in Canada they feared this might lead to intermarriage, which they did not favor.
Nevertheless their efforts were futile. Proponents of the bill were well
organized, China could be of little help, and most white Canadians were
indifferent. The efforts by the Chinese to create a national organization had been
done hastily, and they had not persuaded many white Canadians to support their
cause. Over the next fifteen years there were demonstrations and telephone calls,
but there was little sustained effort to abolish the exclusion law or to eliminate
other disabling legislation until conditions during World War II gave the Chinese
new hopes and opportunities.
When Canada entered the European war in 1939, the Canadian Chinese
supported that war effort with bond purchases and war production work.
Eventually, 500 Chinese Canadians proved their loyalty through military service in
the Canadian forces. After Pearl Harbor, China's war against Japan became
Canada's war as well. As they had been doing since 1937, Canada's Chinese sup
ported China's war effort with financial aid. In other words, after 1941, they
carried a double financial burden because China's war with Japan was now also
Canada's war with Japan. White Canada's respect and appreciation of China and
the Chinese went up. A Canadian embassy was established in Chungking (now
Nanjing). And in Canada, white and Chinese Canadians worked together on the
China War Relief Association and on Canadian war bond committees. At the
same time the United States changed its Chinese immigration laws. Anti-Nazi
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war propaganda and post-war human rights resolutions in the United Nations
were being implemented. These things worked together in getting Canada to
recognize its own situation. It was time for change.
The CBAs still did not have a national organization, but because of the war
they were very well-organized in each community across the country. They
bombarded government offices with mail, and spoke to every white group that
would listen to them. By 1946 a Toronto-centered Committee for the Repeal of
the Chinese Immigration Act had been formed. An initial committee of five was
made up which included two representatives each from the Kuomintang and the
Freemasons. (The Chinese Christian Association of Toronto no longer existed.)
A three man executive was formed from this group. They were all professionals:
a Chinese surgeon, the first Chinese lawyer in Canada, and a professor of Chinese
studies. Before long this group had acquired a white lawyer and the support of
some Toronto churchmen. Organized labor then gave its support to the cause.
The executive committee was reformulated comprising five whites and three
Chinese - two labor leaders, two churchmen, two Chinese professionals, and a
Chinese living in Ottawa. The CBAs and the Kuomintang-Freemason dimension
disappeared. As newspapers, women's clubs and other white institutions began to
endorse the campaign, 80% of the names on the letterhead of the organization
were those of white individuals and groups. With this kind of support the old
exclusion law was terminated and replaced by policies that allowed families to be
reunited. Through the significant efforts of the Chinese middle class professionals
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and Chinese Protestant churchmen the municipal, provincial, and federal voting
rights, denied since 1875, were restored in 1947 as well.
It is interesting that in this whole problem of discrimination against Chinese it
seems that the whites or the government authorities were not initially confronted
with the fact that they were acting unfairly and/or illegally. It seems that once
the problem started to be addressed through the involvement with the white
community they were able to influence and change the system. For example, it is
ironic and significant that in the 1947 campaign to repeal the immigration law, the
whiter the committee was that represented them the more successful the Chinese
were in achieving their aims (Dahlie 1981:151-176).
With the passing of the Canadian Citizenship Act in 1947 and the great
devastation in Europe because of the War, many Europeans began to immigrate
to Canada. British subjects could immigrate at any time without giving up their
citizenship from their home country. In addition, many Polish, Ukrainian, Italian,
Greek, German, Dutch, and Russian immigrants began arriving. Successive waves
of immigration have not only increased Canada's population, they have also
significantly altered its ethnic composition. While the Chinese were suffering as
second-class citizens during the first half of this century, large numbers of
immigrants of European heritage were arriving in Canada. Statistics Canada, the
government department which records immigration statistics, states that before the
1960s, 87 percent of all immigrants to Canada came from Europe, 3 percent from
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Asia, 7 percent from the United States and 3 percent from the Caribbean, Africa,
and Oceania.
In contrast to this Statistics Canada records that from 1981 to 1986 (the latest
available data) 43 percent came from Asia, 29 percent from Europe, and 21
percent from South and Central America, the Caribbean, Africa and Oceania.
This shift may possibly be related to economic developments which have taken
place within the various countries - both in Europe and in the Third World - but
in large measure the shift is because of Canada's universal, non- discriminatory
policy of immigration which was introduced in 1968. This new policy meant that
applicants to Canada were not differentiated on the basis of their race, ethnicity,
or country of origin (Canada A Portrait 1991:26 see [Appendbc A]).
Throughout the 1950s and 1960s only a few Chinese emigrated to Canada.
They worked very hard, often operating small businesses in communities
throughout Canada. It was not until the 1970s and into the 1980s that large
numbers of Chinese began arriving in Canada. Because of the Vietnam War
many Chinese-Vietnamese came to Canada. With Hong Kong reverting to the
political control of China in 1997 many people from that colony have chosen (and
are still choosing) to come to Canada. Also, many people from mainland China
have immigrated to Canada throughout the 1980s. By the end of 1989 Toronto's
population boasted 250,000 Chinese citizens (Metro Toronto Chinese Community
Relations Office). It is estimated that Canada will receive 220,000 immigrants in
1991. The major portion of that number will be from the Asia Pacific area with
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estimates that as many as 50,000 new Chinese immigrants will arrive in
Metropolitan Toronto (Metropolitan Toronto Planning Department).
It is estimated that 12,000 Chinese attend a Christian church each Sunday in
Metropolitan Toronto. To date there are over sixty, mostly Protestant, Christian
Chinese churches in the city. Convention Baptist is the largest group followed by
Presbyterian and United Church of Canada (attracting Chinese who were
Methodist before immigrating to Canada). There are some Pentecostal, Anglican,
Adventist, and other groups.
Understanding the Characteristics of the Christian Chinese in Metro Toronto
According to Statistics Canada (Canada A Portrait 1991:23) the 1961
population of Metropolitan Toronto was 1,919,000 people. The same publication
states the 1989 population of Metropolitan Toronto as 3,667,000 people. Toronto
comprises approximately 38 per cent of Ontario's population, and Ontario
comprises 36.5 per cent of Canada's total population. According to 1986 statistics
(the latest complete data), immigrants made up 37 percent of Metropolitan
Toronto's population. This means that Chinese ~ virtually in very small numbers
in Canada prior to 1947, and mostly in British Columbia, ~ now comprise 22
percent of Toronto's immigrant population (Canada A Portrait 1991:26). It is
becoming increasingly evident that Chinese people are important role players in
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our community; therefore, they need to be heard, understood, and included in
developing and revamping Christian organizations.
The Response and Reaction to the Interviews with Chinese Christians in
Metropolitan Toronto
The purpose of conducting the interviews was to determine social, cultural,
and religious characteristics of immigrant peoples -- specifically Christian Chinese
new to Canada.
To test the interview schedule I conducted a pilot study with nine individuals.
Three were Chinese Christians, three were Korean Christians, one was a Japanese
Christian, and two were Anglo-Canadian Christians.
The three Chinese participants accepted the interview schedule, read it over
quickly, and responded concisely as asked. They remarked that some of the
questions would be of limited value but encouraged me to go ahead with the
survey.
The three Koreans were very polite in accepting the interview schedule. I
talked through the schedule with them. At the conclusion of looking through the
document each one suggested they would be pleased to pass it on to a church
friend or pastor who would be more qualified and more appropriate to respond to
this type of questionnaire. After several minutes of polite conversation they each
agreed to take the interview schedule home, complete it, and then return it to me.
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It had been my intention to ask them the questions and have them respond, but
as this was a pilot test I did not express my intention for fear of offending them.
Upon returning the interview schedules to me no negative conunents were written
or said. The Koreans showed a level of politeness and respect toward me that
reflected my position as a minister. Even though the Chinese participants had
acted quickly and were seemingly more spontaneous than the Koreans, I realized
through the Koreans' careful and somewhat slower response, the Chinese had
been saying and doing the same thing. Their first priority in conversing with me
was to respect who I was. The experience made me aware that although I was
conducting the survey principally among Chinese, the Koreans response indicated
that a high rapport level with those interviewed would be necessary in order to
attain an accurate response through the interview process.
I met with a Japanese friend who is a second-generation Canadian. He
looked at the document and expressed great interest in the ideas, enthusiastically
endorsing the document as an exciting research tool. He felt it would draw out
the appropriate information from the ethnic group being interviewed.
The responses of the two Anglo-Canadians were similar to that of the
Japanese. They said it was an excellent interview schedule and would draw out
the appropriate information needed to produce excellent documentation of ethnic
characteristics. They believed the responses to the interview schedule I had gone
through with them would enable a good understanding of the cultural mosaic
which makes up much of Metropolitan Toronto.
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As a thank you to those who assisted me in the pilot part of the interview
schedule, my wife and I invited the nine people and their husbands/wives to our
home on a Sunday evening for a meal and time of fellowship. Our guests were all
our personal friends and we soon found ourselves deep in interaction -- embroiled
in heated discussions about life in the Asia Pacific region. We learned of how the
Japanese invaded China and Korea, and that it was the missionaries from China
who proceeded on to Korea with the Christian message. We listened as the
group, although polite, quietly pinpointed existing cultural bigotry. The Chinese
and Koreans suggested that the Japanese see themselves as a people below others
in stature or social status unless the Japanese have conquered the other group
through war or economics. If the Japanese believe they have conquered or won
some type of victory they are no longer below the Chinese or the Koreans but are
now a people superior to others, never on the same par with them. In typical
Canadian naivete my wife and I had incorrectly assumed that different peoples of
Pacific rim countries would have much in common and mutual interests now that
they were fellow Canadians. In reality, it is their common faith in Christ and the
bonds of the church which allowed them freedom to be sisters and brothers
together. Ethnicity, cultural differences, and a violent historical past had brought
division, whereas Christ and the church exemplified by a common faith had
brought unity.
The two Anglo-Canadian couples who were part of the evening had differing
responses. The one man and his wife had lived in various parts of the world and
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had a very positive cross-cultural view. The other couple had travelled fairly
extensively but had never lived anywhere other than Canada. The man, who had
been part of the pilot group, had only lived in Toronto. In personal conversation
with him following the evening together his comments tended to reflect
generalizations about groups of people. For example, the comments of our
Chinese friends were viewed as the way Chinese think rather than the way these
particular individuals who happened to be Chinese thought.
It is my presumption from this conversation that when I address the cultural
and organizational shift that is needed to move the C.B.S. beyond its traditional
understandings it will be necessary to recognise stereotyping and misunderstanding
by white Canadians. It will be necessary to focus upon the C.B.S. mandate and
ministry if change is to occur.
The interview schedule was administered to 37 people. The interviewees
represented a broad cross-section of the Chinese community living in Toronto.
They have lived in Canada from just a few months to 27 years. They had
emigrated from Hong Kong, Singapore, Malaysia, Viet Nam, Mauritius, and
China.
Protestant Christianity had been introduced to the Chinese approximately two
hundred years ago in Canton through the missionary efforts of a Scottish
Presbyterian, Robert Morrison. Roman Catholicism has been present in China
for a much longer time. Nestorianism reached China in 635; by 1000 AD it was
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"probably more numerous and more influential than any other Christian church in
the world." (Baraclough 1981:25).
In the 16th century and the 17th century Jesuit missionaries such as Matteo
Ricci (arrived in 1583, died 1610) attempted no Eurocentrism but rather adopted
Chinese dress and customs; they attempted to show the compatibility of
Confucianism and Christianity. Their lack of success in the long-term can be
blamed on opposition to this approach from European church leaders (Baraclough
1981:29). There were a number of Franciscan missions to Asia and India in the
13th and 14th centuries designed to strengthen semi-Christian elements among the
Mongols. Early in the 14th century an "Archbishop of the East" was established
in or around Peking: 50 friars were despatched there in 1335. This collapsed
when the Chinese retook Peking from the Mongols toward the end of the century
(Johnson 1976:400). The 16th and 17th century missionaries worked through the
court and made themselves useful as clockmakers, astronomers, cannon
manufacturers and mathematicians. Though they made converts in Chinese cities
there were virtually no Chinese priests and no mass conversions. The Jesuits tried
to adapt Christianity to existing thought patterns and used the Chinese word for
ancestor-ceremony as equivalent to "the mass". At first this was supported by
Rome who in 1615 allowed a Chinese liturgy and in 1622 created a Department
of Propaganda to universalize the missionary movement and keep it out of
Spanish and Portuguese preconceptions. Francesco Ingoli, the first Secretary of
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Propaganda supported this until his death in 1649. A set of instructions sent out
in 1659 said:
Do not regard it as your task and do not bring any pressure to bear on
the peoples, to change their manners, customs and uses, unless they are
evidently contrary to religion and sound morals. What could be more
absurd than to transplant France, Spain, Italy or some other European
country to China? Do not introduce all that to them but only the faith
which does not despise or destroy the maimers and customs of any
people always supposing that they are not evil, but rather wishes to see
them preserved unharmed. ... It is the nature of men to love and
treasure above everything else their ovra country and that which belongs
to it. ... Do not draw invidious contrasts between the customs of the
peoples and those of Europe; do your utmost to adapt yourselves to
them. (Johnson 1976:414).
This attitude was officially repudiated by the papacy by 1704, 1715 and
definitively in the 1742 bulletin "Ex quo singulari" but was dead in the field before
this because of the attitudes of colonial officials and other church decisions such
as that which made Latin the universal language of the liturgy (Johnson 1976:412-
15).
The Concise Oxford Dictionary of the Christian Church (1977:104) under the
entry "China, Christianity in" states the Nestorians reached China in the 7th
century but were dead by 1400. The first official mission was c. 1294 with the
mission of John of Monte Corvino. This push ended with the accession of the
Ming dynasty in 1368. Jesuits arrive in 1592. 18th century emperors cracked
down and banned Christianity. The first protestant missionary was Robert
Morrison in Canton in 1807 who came as a translator for the East India Company
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-- the isolationist Manchus resisted proselytization. Residency and missionary
work were secured in the 19th century only by force of western armies.
The same publication (1977:347) under the entry "Morrison, Robert" (1782-
1834) states that he worked under the London Missionary Society; and taught
himself Chinese, which was against Chinese law for a foreigner to learn.
Morrison published a grammar, dictionary and the Bible, based in part on an old
Jesuit translation.
Daniel J. Boorstin in his book. The Discoverers (1983) says from 1250 1350
the creation of the Mongol empire opened a safe route from Europe to Asia for
trade and contacts. Genghis Khan took Peking in 1215; Kublai Khan ascended in
1259. When Franciscan William of Rusbruck reached the Mongols in 1251 he
discovered other priests vying for the attention of the emperor, including not just
Manicheans and Buddhists but Nestorians, Armenians and other Catholics.
The papacy hoped to convert the Mongols and ally with them against the
Muslims. In 1245 Innocent IV sent John of Plan de Carpine (1180-1252), a
Franciscan and follower of Francis himself, and Friar Benedict the Pole on a
mission to the Khan in Mongolia. They achieved no conversion but returned with
friendly letters from the Khan. They were followed by Dominican Friar Andrew
and later by William of Rusbruck who were unsuccessful in converting but whose
stories encouraged other Europeans. The Polo brothers were asked by Genghis
Khan to bring 100 educated missionaries and oil from the Holy Sepulchre but
could persuade the pope only to send 2 Dominicans who "weaseled out" long
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before reaching China. John of Montecorvino was sent in 1289, arriving in Pelcing
in 1295. Made Archbishop of Peking in 1305 he made some converts, started a
choir and was patronized by the emperor. His successor as Archbishop was sent
out in 1333 but never arrived. The coimections between the East and West were
broken soon after with the overthrow of the Mongols in China and the eruption of
Tamerlane in Central Asia which cut off the land route. His death brought
political anarchy sealing off the land route.
It is quite difficult for a non Chinese to understand the Chinese. Similarly, it
is difficult to understand their belief system. According to Peter L. Wickeri
(1988:51) there is no concept of the private self or of natural rights in the Chinese
tradition. Because the self is social, Chinese have generally emphasized the
importance of the environment and of society in shaping (or remolding) the
individual. As such the study of man in China has been more a matter of
functional or behavioral interest than ontological or philosophical concern. In the
same book, Wickeri (52) points out the idea of the "mass line". That is the idea
that for the Chinese correct leadership flows "from the masses to the masses".
Marvin Harris assists us in understanding their belief system. Harris (1971:536-
37) understands religious belief as any culturally patterned belief about man,
culture or nature that is not a product of scientific research or based on a
minimum of such tests or none at all. Religion, according to Harris (1979:538), is
one of several "other ways of knowing" subordinate to science when it comes to
knowing the world in which we live.
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With the above in mind it can be seen that the Chinese have not had a long
historical tie with Protestant Christianity. The interviewees said the Chinese have
had a fairly lengthy history of dispersement thus they do not always express a
great affinity to their homeland. Some interviewees did express that they missed
their homeland, but because of this long history as a diaspora it was obvious that
each one had come to their own understanding of leaving a homeland and
relocating permanently in Canada. Several interviewees said that since migrating
to Canada they felt there was a tendency in their family toward secularization and
the acquiring of personal possessions. They said this tendency was a detriment to
their continued spiritual growth and to their highly developed sense of personal
piety. Some suggested their traditional values concerning family life were being
eroded since moving to Canada. Chinese values of respect, obedience and honour
toward parents and grandparents by the children and young people were
lessening. The interviewees were struggling with the blending of their past with
their understanding of the lifestyle they now found themselves a part of. Except
for the respondents originating from Viet Nam, all of the Chinese immigrants
were professional people. Most were fluently bilingual when they arrived in
Canada, and most had been educated in Westernized schools.
The interviews indicated a number of reasons for leaving their home
countries. Though none had ever sat down and deliberately viewed all the
countries of the world before choosing Canada, the chief reason for emigration
was because of better economic opportunities for themselves and higher education
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for their children. It was interesting too that all spoke of deciding to migrate to
Canada because of its openness. Canada was perceived to have a good economy,
an excellent infrastructure, a stable parliamentary style of government, good
employment opportunities, and an excellent acceptance of people from other parts
of the world. Some just laughed when they were asked why they chose Canada
rather than anywhere else, saying where else would they go?
In response to church involvement in their home country the Chinese
immigrants had various levels of commitment and involvement prior to coming to
Canada. Two respondents had become Christians in Canada. Three respondents
who attended church regularly did so because they believed it would broaden
their children's understanding, but they themselves did not have a high degree of
Christian understanding. Two of them had no previous Christian involvement in
their homeland, and the third one had attended a Roman Catholic high school in
Hong Kong.
Interviewees responded very positively to the questions regarding the role of
Christianity in their lives since moving to Canada. As stated earlier two
respondents had become Christians since moving to Canada. Three others now
attend church because in this new land they felt it must be important. Also, for
those who attend ethnic churches it provides a familiar link to their homeland and
gives them a familiar environment for spiritual development. For some of the
older interviewees the ethnic church was necessary because of linguistic and
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cultural reinforcement. They could relax and be themselves in this type of
Christian environment.
Because of professional backgroimds and Westernized educational
backgrounds many of the interviewees easily fit into the Caucasian churches.
Also, some felt that they should be a part of the broader church because they
believed that unless they integrated with the English-speaking church many of the
second generation would gradually drift to English-speaking churches anyway, or
drop out of church completely as "they reached the age of independence". (This
was the actual phrasing of many of the respondents.) Therefore, it was very
important to be integrated into the life of the church. Also, they expressed belief
that the more they participated the more likely they would feel integrated.
The other respondents shared some of the same views but different concerns
arose. Several were finding that although the church and one's individual
Christianity and faith played the central dominant role in their lives prior to
immigrating, in Canada other factors began to force their way onto the priority list
of what was important to living. As new immigrants in Canada they feel
tremendous pressure to be successful. This success is measured primarily in
economic terms. Therefore, many purchase large homes, automobiles, and
various other possessions. They also are establishing successful businesses. They
are dressing and equipping their children with the very best of "brand name"
products. Thus, most often both parents are working outside of the home, and
working long hard hours. The time previously spent in prayer, fasting, Bible
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reading, meditation, and in corporate worship and praise is now compromised.
Everyone is so busy and/or tired. With their perceived understanding of the
affluent Canadian culture they are striving to be "normal" and fit into the society.
This concern was expressed by all of the older respondents.
All of the respondents believe their culture still plays a significant role and
influence in their lives. Some still hold to their ethnic past very tightly, while
others see themselves as being less exposed to the past because the traditional
festivals are not celebrated and because the hohdays in Canada are different.
Yet, they stated that the Chinese churches helped them to keep a balance with
their Chinese identity and their new surroundings. Chinatown was mentioned
repeatedly throughout the interviews. Several respondents mentioned the feeling
of having to start everything from the beginning again. They missed their friends
from home. The interviewees took great pride in their historical past, of who they
are, and plan to keep this alive in their families in Canada.
All respondents smiled when the question was asked "Since moving to Canada
has Canadian culture affected you?" Other than four respondents who said "not
really" or "no", everyone said "yes"; but when asked "in what way?" all answers
were carefully nuanced or ambivalent. (Perhaps the question itself was too broad,
unfocused and ambivalent.) Again the politeness of the Chinese toward me as a
Canadian minister was evident. What finally evolved from several was an
expression of a developing appreciation for/of traditions from various cultural
groups represented in their church or their community. It was expressed that each
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group tends to stick to its own customs and way of living and it is in the sharing of
these traditions that the broadening of Canadian traditions and understanding
takes place.
When asked how they viewed the Canadian church generally, the most
common response was surprise and wonderment at the vast number of different
denominations. Some saw this as division in the church. Some respondents had
experienced good acceptance in several churches they had become a part of.
Other respondents expressed feelings of being outsiders and not fully accepted.
They felt welcome to attend the church, but said that often they were not asked to
participate in leadership or decision making aspects of church life. There was
mention by the respondents of the largeness of many of the church buildings.
Three of the respondents mentioned the lack of prayer times and the need for
more in depth study times.
In responding to the question of their involvement with the church "generally
speaking" across Canada, all respondents did not have much involvement outside
of the local church of which they were actually a part. They did not see
themselves as having any influence in the larger denominational networks. In
asking the interviewees what they would like to see happen in their church and
what they would like to see happen in the Christian church across Canada many
comments revolved around terms such as: growth, more openness, more
witnessing, deeper commitment, renewed energy, evangelism, more awareness,
sincerity. Through the interview process I sensed a desire to see spiritual renewal
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for the church in Canada, yet I was very surprised by the short responses. I
desired for the responses to be longer but I also was conscious of my own
interview method. I wanted their response, not a response I wanted, therefore, I
believed it necessary to listen and hear rather than probe and pull. There were
no criticisms of the established Canadian churches, but the above conunents spoke
indirectly of a perceived need on behalf of all of us living in Canada.
The next set of questions were concerned v^dth responses and support to and
for organizations outside the interviewees' sphere of influence. Also, the
questions focused upon the organization I represented, the C.B.S. In every
situation I sensed some unease with this shift in questioning because the
individual respondents were being asked to address a subject area with which I,
the interviewer, was directly involved. I sensed guarded responses throughout,
presumably to protect me from being offended in any way. This was the most
difficult aspect of each interview -Cultural Materialism: The Struggle for a
Science of Culture,- and probably the least effective as far as gleaning honest,
forthright responses from the interviewees. The answers revealed a very serious
weakness in the interview schedule.
In response to the first question in this section (number eleven in the actual
interview) "Do you support and encourage organizations other than those of your
own cultural group? How do you do this? Why do you do this?" the answers
were very brief. Following are three typical responses.
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In response to "Do you support and encourage organizations other than those
of your own cultural group? How do you do this? Why do you do this?" one said,
"Yes, by sending donations and speaking to friends. Why? It's a true ministry for
the Lord." A second said, "Yes, I encourage such organizations. How? By
making contributions - although not regularly. Why? They work for the welfare
of the sick and needy and make people realize the need for cooperation in order
to make the world a better place to live in." A third said. "Not now, maybe later.
How? By praying for them and making donations. Why? If I have a burden."
The responses were similar to the next question as well. I was pleased to
learn that most had heard of the Bible Society previously, but several did not
realize that the C.B.S. was connected to their Bible Society at home through the
United Bible Societies. Some viewed their home Bible Society as a "liberal"
organization. Most knew very little about the C.B.S. other than knowing there
was an organization by that name. The interviewees did not see any need for
help from the Bible Society. Several mentioned the New Testament they had
received upon becoming new citizens of Canada. They realized -- in relation to
being part of the survey -- that the Testaments had been provided by the Bible
Society. The services they saw the Society providing were fairly basic. Providing
Bibles and Scripture portions, printing of the Scriptures at low cost, and helping
with projects to promote the Word of God for evangelistic purposes, were
common answers.
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In responding to the question whether or not they thought people of their
cultural background supported organizations such as the Bible Society, several
gave one word responses; "yes" but they did not wish to elaborate. After some
coaxing many admitted kindly that most in their ethnic group do not know what
the Bible Society does or really who they are. Some had wondered if it was
perhaps another Canadian denomination.
Most respondents saw themselves as willing to be supportive and cooperative
with organizations other than their church or people different from their own
ethnic group. For the most part it was not that they were unwilling to be
supportive of other organizations, but rather, that there was a need for the "cause"
to be presented to them effectively so that they could participate in an informed
way. Some respondents made comments such as, "No, I am not willing to do
anything yet . . ." which said to me there was a spark of polite interest at least.
In recording the interviewees' responses, I, on occasion made presumptions at
some of these junctures because the interviewees were most careful not to
overstep any bounds of propriety, not vidshing to offend me (I worked very hard to
be calm at all times, quietly listening to their comments without forcing my view
or opinion).
The final question asked the respondents that if they were responsible for the
functioning of the Bible Society what would they do to enable people of their
cultural community to become aware of the organization so that people would be
willing to support it and make use of its services. They gave almost stereotypical
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answers, the same as I would have anticipated from Anglo-Canadian groups:
"Talk to them on Bible Sunday." "I would let people know how the Bible Society
has helped the Chinese." "Talk to church congregations, fellowship groups to
inform them of the operations and role of the Bible Society." "Advertisements in
the paper or on radio." "Posters." "Billboards."
As I stated earlier, this part of the interview did not draw out the open
responses I had hoped for, but nevertheless it did give an understanding of the
problems one must deal with when endeavoring to uncover social, cultural, and
religious characteristics of Chinese new to Canada.
Formulating the Response and Reaction to the Thesis of the Study
From the interviews I offer the following comments and observations. First,
Chinese churches serve a very important function in providing inunigrants a
familiar environment for spiritual development. Often the ethnic church is
necessary because of linguistic and cultural alienation. Therefore, ethnic churches
will continue to play an important role in large immigrant centers like Toronto.
Yet there is also opportunity for integrated multicultural churches.
One interviewee stated that the church as a community of God's people
transcends racial and' cultural barriers. He supported his argument through a
presentation from the book of Acts Chapter 10 and following. The interviewee, a
Chinese pastor, said to me that the early church had to face the same issues when
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Gentiles were called into the new community. Peter's experience and the lesson
he learned from God (in Acts 10) speak to this point. It may be said that God
stripped away Peter's ethnic exclusiveness and taught him that "God is not one to
show partiaHty" (Acts 10:34). Peter recognized that God "gave to them (Gentiles)
the same gift as He gave to us also after believing in the Lord Jesus Christ" and
that he could not "stand in God's way" (Acts 11:17), through a vision that rattled
his false sense of security grounded in racial traditions. Indeed the Lord God
supplemented the vision with persecutions so that the Gospel was forcefully taken
to the Gentiles (Acts ll:19ff) and as a result, the church in Antioch was an
integrated multicultural body (Acts 13:1).
The pastor suggested to me that no doubt the influx of Gentiles into the
predominantly Jewish Church brought its own set of problems so much so that a
Council had to be convened to deal with them (Acts 15). The resolution of the
problem brought joy and encouragement (Acts 15:31). He went on to say that
perhaps it was such an experience which led Paul to declare unequivocally that
"there is neither Jew nor Greek, there is neither slave nor free man, there is
neither male nor female, for you are all one in Christ" (Galatians 3:28). The
pastor concluded this part of our discussion by quoting from Colossians 3:11,
"Where there cannot be Greek and Jew, circumcision and uncircumcision,
barbarian, Scythian, bondsman, freeman: but Christ is all, and in all."
As I assimilated all the responses of the interviews and compiled the data to
form an understanding of the characteristics of the Chinese in Metropolitan
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Toronto I noted that churches of people with similar background grow rapidly.
This has been suggested as a model for church growth. Although the Chinese
churches are growing I do not agree that this should serve as a model. This type
of church does not encourage cross-cultural interaction between peoples living in
the same community. The C.B.S. has existed as an Anglo-Canadian organization
and needs to respond to the cross-cultural milieu it now finds itself a part of. In
Christian understanding, people need to come together in community, not be in
isolation. After talking to the Chinese people I am inclined to suggest a church
community of one ethnic type is purely a natural phenomenon. Birds of the same
feather naturally flock together. Chinese enjoy the company of Chinese. I believe
the church is not a natural phenomenon. It is a supernatural entity, not "born of
the flesh" but "of the Spirit" (John 3:6). This behef was reinforced throughout the
interviews.
When society witnesses how Christians love one another not because of our
racial and cultural commonality but in spite of our racial and cultural diversity,
then we are indeed proclaiming "the excellencies of Him who has called you out
of darkness into His marvellous light: for you were not a people, but now you are
the people of God; you had not received mercy but now you have received
mercy." (I Peter 2:9-10).
People interviewed who were part of integrated churches cited several
advantages to their situation. They believed it reflected the Canadian mosaic in a
microcosm. It enriched their lives and the life and witness of the church they
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were a part of. There was the ability for intergenerational ministry to be carried
out in one church with multiple congregations. A very strong case could be made
for all churches to be integrated because it encourages "global" evangelism in the
local context rather than ethnic evangelism. It also makes the world mission
perspective a consistent one and provides for multicultural leadership and
multicultural staff. There tends to be more creative worship experiences and a
chance to be futuristic without abandoning past traditions and present needs.
Opportunity is provided for good stewardship in the use of property and facilities
and buildings. And probably the most practical advantage for an integrated
multicultural church is that it taps and employs human resources to the fullest in
meeting the needs of all people within the community.
It has become obvious to me throughout the interviews that the "whys" and
"ways" of the C.B.S. do not make much sense to the Chinese. There is no clear
perception of who the C.B.S. is and what it does.
With the preceding background information on the Chinese community how
does the C.B.S. see itself in its mandate to respond to and receive encouragement
and support from Chinese Christians in Toronto? How does its organizational
structure and operations enable the C.B.S. to discern options and develop
strategies so that it is able to respond beyond its historical/traditional mandate?
CHAPTERS
Understanding The Canadian Bible Society
It began as an ordinary week in May, 1986. The Bible Society switchboard
operator put a call through to me because the operator did not know what to do.
A lady was calling who wished to speak to a "real minister". As I responded to
the call the inquirer asked if I would come and visit her. I did not know who I
was speaking with yet there was something of urgency in the person's voice that
demanded a response. I did not have the quickness of mind to offer an
appropriate excuse so I said I could visit the person the next day at 10:00 a.m.
The caller said that would be fine - gave the address and hung up. I really did
not want to do this -- in fact, it was probably the last thing in the world that I
wanted to do -- but now I did not have any way to get out of it.
The next day I drove to a very poor section of our city. As I parked my car I
looked around and asked myself why I was doing this? As I approached the
dilapidated house I noticed a small face pressed against the glass of the front
door. As I came closer the door swung open and I was greeted by a small lady
who looked very poor. She asked if I was a real minister? I said I was. I was
somewhat shocked by her appearance. She was dressed in a "home-made" dress.
It was made of small strips of cloth sewn together and then gathered in panels
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almost down to her feet. As I looked at her I thought to myself - this is what we
refer to in society as a "bag lady" or a person of the shadows. She obviously has a
place to stay, but during the day you see people just like her wandering the
streets, pushing carts and looking through garbage cans. Once confirming who I
was she had me come up to her third floor room which was full of "things" of all
description. Closing the door, she turned and handed me a small piece of cloth.
It was the size of a man's handkerchief folded over into a square. It had safety-
pins on all four sides and had paper in the center. She said this was her gift to
the Bible Society. I thanked her and began to put it into my suit coat pocket.
She said, "Don't put it there." So I took it out and began to put it in my inside
breast pocket. She said, "Oh don't put it there. Put it in you pants." So I did as I
was asked. She then gave me a large safety pin. She said, "Here, you had better
pin your pants shut. There's a lot of money in there and this is a pretty rough
neighbourhood. I wouldn't want you to lose that." Well, I thought quickly, there
was only her and me and what did it matter ~ so I pinned my pants pocket shut.
She then proceeded to tell me about her terrible headaches and politely asked me
if I would mind anointing her with oil and pray for her healing. At this point I
was wondering what I had gotten myself into. I gave a polite response explaining
that I did not have any oil. "Oh I have some!" she exclaimed and produced a
small vile of dark looking oil. Again I thought ~ well there's just the two of us -
so I put some oil on my finger tips and placed my hands on her forehead and
prayed for her well being and for her healing. It was brief. She thanked me and
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then asked a favor. Would I have time to come down the street a few houses and
pray for her friend who was very ill? I was becoming more intrigued with this
whole scenario and I wondered what her friend would look like.
As we left her place she stopped to put on her hat. It was a hat like I had
never seen. It was very large and it too, like her dress, was made from rags. She
noticed me looking at it and announced that she had made it herself -- she added
that she needed to wear it because the sun bothered her head. I commented that
it was very interesting. So here I was � a highly respected Bible Society senior
staff person walking on a major downtown street with this lady dressed in rags
and a ridiculous hat on her head, plus my pants were pinned shut.
After about half a block we turned and went up the walkway of a very run
down house. We were met at the front door by an East Indian gentleman ~
about mid-fifties - who was somewhat surprised to see us. The lady turned to the
man and pointing at me said, "See this man. He is a real minister and we have
come to pray for grandma. See, I'm not just a crazy lady or a garbage picker; but
I'm a Christian, and we've come to pray for grandma." Needless to say, I was
taken aback, and I asked the man, "Is this alright?" He assured me he knew the
lady, it was fine and to come in. We proceeded through the dark hallways of a
very foul smelling place and there in a back room was an elderly lady lying on a
bare mattress. The lady with me repeated to grandma the same statement given
at the front door: "See this man. He is a real minister, and we've come to pray
for you, for your soul and for your salvation. See I'm not just a crazy lady or a
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garbage picker, but I'm a Christian," Again I asked the man (the elderly lady's
son), "Is this alright?" He said "Yes" and encouraged me to proceed. I prayed for
the old lady. After I said "Amen" the son thanked me for coming and then he
said, "We are a Hindu family. I can't believe that you, a Christian minister, would
bother to take the time to come and pray for my Mother!" I thanked him but did
not tell him that earlier in the day this was the last thing in the world I wanted to
be doing. I had simply responded to a call and now I was being thanked for
doing something I previously had no intention of ever doing.
As my new friend and I left that house we began to talk as we walked down
the street. She was still dressed the same, I still had my pants pinned shut. I
asked her, "Have you been a Christian all of your life?" She responded that she
hadn't. She said that in 1975, one day as she was looking through a garbage can,
she had found an old book. She took the book home and started to read it. It
was a Bible. Through reading that book, she had become a Christian. Then she
told me that since 1979 she had been preaching on the corners in that area of the
city. She said, "Oh, people make fun of me and call me names like garbage
picker and crazy, but it doesn't matter. Some people listen. That's what matters."
We parted, me to my car, she to wandering the streets. Arriving back at my
office everyone chuckled as I unpinned my pants and removed the small package
given to me earlier that morning. To our astonishment the package contained
$1600 cash.
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A few weeks later the same lady called my office again. This time recognising
her voice, and wanting to see her again, I said I could come right away. On my
second visit I was requested to meet her in an alley off a side street. She said
there was an old frame garage and when I came to it, just call out her name.
Although feeling very foolish, I did as I had been asked. She appeared from
behind the garage and what a sight she was. She was pushing an old cart. Her
clothes were dishevelled, held together with large safety pins. She had an old
wash cloth wrapped across her forehead, held in place with pins and yarn of some
sort. I must have allowed my mouth to drop open because she said, "Oh, I don't
look too bad do I?" I said no, that she looked fine, but she didn't. It was cold
out and she said, "I don't know how much longer I can take this. People are so
mean to me and these headaches are so bad." She then proceeded to hand me a
small package, similar to the one she had given me during our first visit.
I stood holding the package and looking at her thought to myself, if I did not
know who she was, I would pass her by on the other side of the street. I said to
her, presuming there was money in the package, why don't you use some of this
money to go and see a doctor; why not find a better place to stay ~ where it is
warmer and you could have regular meals of nutritious food. We chatted for
some time until finally she became very irritated with me and said , "Look I don't
need it. And besides, how can people know if they don't have Bibles?" After a
few more minutes of discussion I put the package in my pants pocket and she
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handed me a large pin to pin my pocket shut. The second donation contained
$1950 cash. She requested no receipt for income tax purposes.
Over the next couple of years I met this lady many times, each one a special
encounter. And then in the summer of 1989 she told me she would be moving
and I have not heard from her since. Who is she? I do not know. She was not
"normal" in our common use of the phrase, yet she held a wisdom far beyond any
I had known previously. She performed a God-given ministry in my life. God
uses the most unlikely people to fulfil his ministry. All I did was respond to a
simple call in May of 1986. My life was changed because I responded to a call.
She brought into focus for me the question, "What was the Bible Society ministry
all about?" Are we responding to the ministry needs and opportunities before us
in our changing society?
Who and What is the Canadian Bible Society?
It is through my study and this dissertation that the C.B.S. has been able to
redesign its organizational structure and produce a strategy of operation for itself
which may in turn be suggestive for other Christian organizations. The goal has
been to design new methods of organization and plans of operation for the C.B.S.
which enhances fund raising and recruitment of workers which embraces the new
immigrant community.
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Understanding the Organizational Structure of the C.B.S.
The C.B.S. is a very old, time-honored institution. Work began in Canada
through the auspices of the British and Foreign Bible Society as early as 1804 with
the translation and distribution of the Gospel of John into the Mohawk language
for the indigenous peoples of Upper Canada. This was the very first translation
ever produced by the British and Foreign Bible Society. The translator of this
Gospel was Teyoninhokavawen, also known as "Captain Norton", a chief of the Six
Nations Indians in Upper Canada (Archives:C.B.S. Library). About the same time
the Reverend Francis Dick, minister of the Congregational Church in Quebec,
formed the Quebec Bible Society. The two groups were not officially connected.
The coordinating of activities and the appHcation of organizational principles
were not well thought out in establishing the Bible Society in the early days in
Canada. An auxiliary "branch" of the British and Foreign Bible Society was
formed officially in Pictou County, Nova Scotia in 1811. In 1812 an official
"District" of the British and Foreign Bible Society was formed in Newfoundland
and Labrador. After several years Canada had many District Bible Societies
across its land - all aligned with the British and Foreign Bible Society, based in
London, England.
Although always loosely aligned with each other they became the "Canadian
Bible Society, Auxiliary to the British and Foreign Bible Society" in 1904. This
was consented to by an act of Parliament in 1906. There were three minor name
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changes following that and then in 1980 the present name was approved:
Canadian Bible Society/La Societe biblique canadienne.
In 1946 the United Bibles Societies (U.B.S.) were organized. The C.B.S. is a
charter member of U.B.S. now represented in 110 countries, doing distribution in
190 countries as well as over 600 language translation projects around the world.
The present organizational structure of the C.B.S. is as follows.
Responsibilities for the general operations of the Society lie with the General
Secretary (a position which I hold). It is the General Secretary's responsibility to
oversee the National Office and 18 Districts across Canada including Bermuda.
The General Secretary is responsible to a Board of Directors, made up of
representatives from the eighteen Districts which meets for its Annual Meeting at
the Society's National Office in Toronto. The Board of Directors appoints an
Executive Committee which meets four times during the year. The Executive
Committee forms policy and provides direction for the overall operating of the
Society. A person serving on the Executive Committee is appointed to a three
year term renewable for a second three year term to a maximum sk years.
The Executive Committee is comprised of seven General Officers, four
Regional Representatives, four Members at Large, one District Secretary, and the
General Secretary -- the latter two positions are ex officio.
The General Officers include a President, an Executive Vice-President (who
chairs the Executive Committee meetings), three Vice-Presidents, an Honorary
General Treasurer, and an Honorary Recording Secretary. The President may be
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a person from anywhere in Canada. The Executive Vice-President may also be
from anywhere in Canada, but must be one who is available to attend and be the
chairman of committee meetings during the year. The three Vice-Presidents are
regional representatives: one for Atlantic Canada, one for French-speaking
Canada, and one for the West/North of Canada. The Vice-President representing
French-speaking Canada is also chairman of Conseil Francophone ~ a committee
which represents French work and oversees policy and procedures for the French
language publications. The Honorary General Treasurer is usually from the
Toronto area. This person is also chairman of the Finance Committee which
meets monthly. The Honorary Recording Secretary may be a person from
anywhere in Canada.
The four Regional Representatives represent Atlantic Canada, Quebec,
Ontario, and West/North Canada. The four members at large are usually
selected for their specialized expertise in a given area such as law, publishing or
organizational skills in recruiting volunteers. The District Secretary representative
is selected by his/her own colleagues from within their own ranks. The General
Secretary, as the Chief Executive Officer of the Society is automatically a member
of all committees.
Each District across Canada and Bermuda hold an Annual Meeting where
their local operations are reviewed. At this meeting they select one person to be
their representative to the Annual Meeting. The Atlantic Region consists of
districts with offices in the provincial capitals of Newfoundland, Prince Edward
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Island, Nova Scotia and New Brunswick. The Quebec Region is comprised of two
districts with offices in Quebec City and Montreal. The Ontario Region is
broken down into five districts: Eastern Ontario District vAth offices in Ottawa;
Central Ontario with offices in Toronto; South Central Ontario with offices in
Hamilton; Western Ontario with offices in London, and Northern Ontario with
offices in North Bay. Then there are the Districts which make up the West/North
Region: Manitoba with offices in Winnipeg; Saskatchewan with offices in
Saskatoon; North Alberta with offices in Edmonton; South Alberta with offices in
Calgary; British Columbia with offices in Vancouver; and the North West with a
representative in Yellowknife but no formal offices as such. Bermuda has a
representative selected by its own Board, but has no formal National staff
employee. Its offices are in Hamilton, Bermuda. Each of the Districts mentioned
has a book store or Bible Centre (two of the Districts have two stores) plus a
support staff for which they are responsible. In addition to the above there is a
National sub-office in Montreal which is responsible for all French language work
in Canada and there is a Translation Office in Kitchener, Ontario. Both of these
facilities have their own staff.
National Office, located in Toronto has two Directors. One is Associate
Secretary: Director of Operations and Finance. This person oversees
Translation, Production, Distribution, Scripture Supply, Treasury Systems, and
Finance/Accounting. The second Director is responsible for Ministry Funding,
Information Services (fund raising) and Plaimed Giving.
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The General Secretary works with the two Directors and is also responsible
for the Executive Division. The Executive Division is comprised of eighteen
District Secretaries, the Secteur Francophone, and Administrative Services. The
office of the General Secretary also has its own staff which includes a
Communications Officer, an Administrative Assistant, a correspondence secretary
and two secretaries. The General Secretary represents the C.B.S. at various
functions around the world. He attends meetings on translation, production,
distribution, and fund raising as called and organized by the United Bible
Societies.
In accordance with U.B.S. structuring, Canada is a member of the U.B.S.
Americas' Region (AMREC) based in Miami, Florida. This group is made up of
twenty-six countries from North, Central, and South America. Also, Canada is a
member of the U.B.S. ANGLOSEC ~ all the English-speaking countries of the
world. In addition to this, Canada is a member of the U.B.S. FRANCOSEC ~ all
the French-speaking countries of the world. It is important to recognize the three
languages spoken at these meetings are Spanish, English, and French. As General
Secretary I am responsible for attending (or seeing to it that someone attends) the
meetings whenever and wherever they are held around the world.
There is a Constitution which governs the Society and through its by-laws
allows for provisions to change the structure and organization of the C.B.S.
The organizational structure of the C.B.S. is presented through the form of a
schematic. This schematic was adopted and approved by the Board of Directors
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in June, 1988 -- one year before my appointment as General Secretary. (See
Figure 1: Organizational Structure of the C.B.S. at the end of this chapter.)
This structure requires a span of control that is far too broad for the General
Secretary to lead effectively. Also, it does not allow for any opportunity to
address the culture shift which is taking place in Canada today. As this structure
is explained, vAth its scope and future thinking articulated, it will become clear
why change was needed to be effective in today's Canada and today's world. The
C.B.S. had in place a structure which allowed itself to perpetuate the past without
visioning for the future. Many things where done to serve the Society but not to
serve people in terms where they were living, working, and thinking.
The Director of Ministry Funding oversees two managers. There are thirty-
four employees in these departments. Ministry Funding is responsible for the
major flow of financial support into the Bible Society.
The Director of Operations and Finance serves as the person responsible for
the day to day operations of the National Office of the C.B.S. This person's role
as Associate Secretary is especially crucial in the absence of the General
Secretary. This person oversees sbc managers. There are twenty-seven employees
in these departments.
The General Secretary is the Chief Executive Officer of the C.B.S. As such I
have overall responsibility for the functioning of the Society and for its
organization and forward planning. As the General Secretary under this
organizational structure I oversee two directors; eighteen district secretaries (who
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live and operate coast-to-coast); one conseil francophone person; one
administrative services manager; and a communications officer. There are sixty-
five support staff working in these areas. The General Secretary has responsibility
for twenty-three persons plus responsibilities to the Executive Committee and the
U.B.S. work.
In 1988 the C.B.S. operated on a 10 million dollar budget. There were no
stated goals or objectives other than those listed in the mandate statement to
translate, produce, and distribute the Bible in the languages of the people of the
world at prices they can afford to pay. The functioning of the various
departments followed the routine patterns from previous years without planning
and strategy sessions for product development and marketing. There were no
policies and procedures articulated for the organization or individual departments.
Directors operated independently of one another as did the managers and staff.
Several Directors and managers were serving in areas where they had no training
or expertise. Five of the managers had been unemployed before coming to work
at the C.B.S and three of the five were serving in areas where they had not had
any previous experience or training.
The structure of the C.B.S. saw the General Secretary, as a "hands-on" leader,
responsible for most aspects of its operations and ministries. This is far beyond
the abilities of most executives. Directors and managers were content with the
status quo and the good will of the past. An outside consulting firm, Hay
Management Consultants (whose services I contracted in June, 1989 immediately
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after I was appointed General Secretary) suggested the C.B.S. had enough
managers to operate a $50 million dollar a year organization. The donor profile
stated that the average person who supported the C.B.S. financially was white,
Anglophone, female, over fifty-five years of age, and lived in a rural area, yet our
country is becoming more and more urban with ever increasing ethnic diversity.
With this understanding of the structure of the C.B.S. one is able to see why
the organization is entrenched in its own bureaucracy, institutional operation, and
maintenance system.
I propose that the C.B.S. must be a clearly focused organization enabled to
communicate its mandate, mission and strategy, and present a rationale of why it
should be supported by the new immigrant peoples residing in Canada (and in the
context of this dissertation - new Chinese immigrants). To be able to do this an
internal strategy must first be developed and established thus enabling a focus
shift of the C.B.S. from looking inward and measuring everything it did in relation
to what they had done in the historical past to an outward perspective of
ministering to people and to their needs today. We have to be able to see people
in terms of what we can do for them - how can the Bible Society minister -
rather than what they can do for us.
What follows might seem like "busy work" to some but to undo a traditional
past and build to a successful future takes careful planning and strategizing. To
make internal changes, reorganizing a National Office, moving and firing
(outplacement agencies use the term "dehiring") directors and managers, and
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doing all this so that we will not receive unwanted negative publicity or any law
suits, is no small task. Therefore, in consultation with the General Board, a time-
consuming, but effective plan was set in place and enacted. It was my sincere
belief that once this internal restructuring can be implemented and proper
planning can begin ~ then the C.B.S. will be able to address and meet the desires
and concerns of the traditional constituency whose support and encouragement we
need if we are to accomplish our mandate in the years to come.
Developing Approaches for Analyzing the C.B.S. and for Discerning Options
As the General Secretary, I sought permission of the General Board of the
C.B.S. to form a committee commissioned to formulate a plan and strategy for the
nineties. Permission was granted June 2, 1989. The committee was comprised of
nine persons: six members of the General Board of Directors, the President, the
General Secretary of the C.B.S., and the Communication Officer of the C.B.S. (to
be the recorder and the one who compiles the information). I became the
General Secretary of the C.B.S. on June 2, 1989 (I had previously served the
C.B.S. as District Secretary for Central Ontario since 1985) and served as the
chairman of this committee which has met many times since its formation.
Several of the members have carried out writing and other assignments between
each meeting addressing various aspects of the organization. In addition to the
committee meetings I also asked the outside professional management group, the
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Hay Management Consultants, to perform an evaluation and give assistance in
developing a forward thinking strategy.
It has been the intent of the plaiming and strategy committee to provide an
organization analysis. They have reviewed activities; they have looked at the
human resources, the money available, the equipment, and the services provided
by the C.B.S. They asked the important questions: what is broken; what is not
working well; what can be improved; what are the opportunities?
This committee also set about designing the organization structure. Jobs had
to be designed -- their responsibilities and duties listed. Job specifications had to
be set out regarding the skills required; education/experience desired; the
integrating of the executive support with the support staff; and job descriptions.
One would have presumed this would have been articulated earlier, but it had
never been done.
Along with this came the need to evaluate the present jobs and the tasks we
desired to have performed. This involved "job sizing" and the establishment of
internal relative worth. Job sizing is the process of sizing each individual job (or
position) in relation to all the other jobs within an organization. This task did not
take any persons into account, but only the job.
With this in hand there arose the need for an internal market survey. We had
to ask ourselves who we were? What was our purpose? Why do we exist?
From this we asked who is the worker? Who do we want working for us and
representing us? Thus there came the need to gather this information and do
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further analysis. Along side of this we had to observe and decide how and what
level of salaries we wanted to pay. We had to collect market data on the areas in
which we wanted to perform.
From this arose the need to develop pay lines which were to now reflect the
size of each job rather than being based on who the person was. Pay practices of
other similar organizations had to be looked at. We had to formulate decisions
whether we were going to pay the same as or less than or greater than the other
groups. Then we had to decide how to phase this in with existing wages already
being paid to staff. In order to make a proper evaluation of this a system of
performance appraisal had to be developed and instituted. The next area that
arose -- pointed out by the Hay Group - was pay equity. Pay equity legislation
had been passed in the province of Ontario and we had to, by law, have a
statement of how we paid staff, male versus female, including rights of workers.
This needed to be forwarded to the provincial government by January, 1991.
For all of this to happen an overview of all the proposals had to be
developed. We called it a "high-level document" outlining a plan for the 1990's.
To emphasize the positive, the introduction focused on a brief history pinpointing
the significant growth and change in recent years leading to the need for new
management processes. The mission and strategy of the C.B.S. was articulated
with its objects, philosophy and ministries outlined. With these areas in focus,
general strategies could then be proposed. Included here were the requirements
for development of planning papers by each ministry/management area of the
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Society which responded to the objectives of the Society. With this came the
setting out of specific objectives and related strategies enabling the C.B.S. to move
from its ineffective structure to a new plan for the future.
Once the above had been addressed, proper conclusions could be formulated
and options for the C.B.S. could be discerned. Goals for the nineties could be set
out clearly: there would be some goals to which the General Board and
Executive Committee would have oversight, while others would be the
responsibility of the General Secretary. Others would come through
Communications, Finance and Administration.
Introducing the Skills, Interventions, and Strategies for Changing the Direction of
the C.B.S.
To understand the skills, interventions, and strategies for refocusing the
direction of the C.B.S. as they are being introduced, we will explore the mission of
the organization.
According to its charter: "The sole object of the Society shall be to promote
and encourage the wider circulation throughout Canada of the Scriptures, without
note or comment, and to cooperate with the United Bible Societies in its
worldwide work."
This leads to an assessment of the philosophy of the C.B.S. In the past, many
aspects of this philosophy were taken for granted, but had never been articulated
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in written form before. These goals can be stated briefly in this way: the C.B.S.
will place strong emphasis on excellence, accountability, communication and
truthfulness in its ministries and stewardship responsibilities. Second, within the
broad spectrum of the Judaeo-Christian tradition, the C.B.S. will endeavor to
serve the Scripture needs of all churches, para-church groups and individuals in
their worship, study, outreach and evangelism programs. Further, the C.B.S. will
invite and include the active involvement in its ministries of all Christians in
Canada regardless of denomination, tradition or communion. The ministries of
the C.B.S. will be the translation of the Holy Scriptures in languages the world's
peoples can read and understand, as well as the publication of the Holy Scriptures
and related resources without doctrinal note or comment. Further, the C.B.S. will
provide the widest possible distribution of the Holy Scriptures at prices people
can reasonably afford.
To carry these goals out the C.B.S. will ensure that all Bible Society supported
Scripture translations are of the highest possible quality in terms of idiomatic
languages, accurate meaning, textual base, and reader comprehension. The C.B.S.
will ensure adequate stocks of the Society's publications as required to perform its
ministries are produced. They will ensure the quality and appropriateness of
publications are controlled and the integrity of the text maintained. The C.B.S.
will ensure distribution programs are timely and effective. With this in mind they
will maintain adequate Scripture inventories in the languages and formats needed
to meet ongoing demands. In response to Bible use and promotion the C.B.S. will
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encourage the regular reading and prayerful study of the Holy Scriptures. In its
ministry funding they will ensure the financial support of the ministries of the
Society are built on the broadest base possible and within strictest ethical
standards.
Management objectives of the C.B.S. will be to ensure that adequate resources
exist to fulfil the ministries and meet the armual pledge to the World Service
Budget of the United Bible Societies. Also, they will ensure that appropriate
controls are in place to protect the interests of the Society, and that there exists
an adequate reporting system from management to the Board of Directors. A
further objective will be to ensure donors, employees and other interested parties
are kept fully informed of all activities. The C.B.S. will strive for the best possible
return on all monetary, material and human resources expended to accomplish the
Society's objectives in Canada and throughout the world. They will recognize the
contribution and potential of all employees. In this they will enhance the
employees' growth and development by encouraging initiative, creativity,
excellence and team spirit within the Society's family. A further objective will be
to maintain competence in contemporary technologies, be aware of "horizon
thinking" in the operation of charitable organizations, and plan for and adopt
those new techniques, equipment and approaches which can contribute positively
to the operation of the Society. A final, and most critical, management objective
will be to observe all applicable laws and regulations.
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Strategies for ministries and management will be formulated. Concerning
ministries the C.B.S. will define and conduct research to provide sufficient
information to permit the design of appropriate programs in the areas of
translation, production, distribution, fund-raising, Bible centers and district
operations. They will employ external resources to augment internally developed
survey and research information. They will review their ministry and management
activities to respond to the information secured through surveys and research
activities. The C.B.S. will increase public awareness of the unsatisfied need and
yearning for the Scriptures in Canada as well as in many other parts of the world.
They will make the Scriptures accessible to people in the format, edition, size, and
price range that will enable and encourage readership.
Strategies classified under management will be aimed at strengthening the
human resource base through selective training and development with a
performance-appraisal system which incorporates rewards commensurate with
effort expended and results achieved. Second they will implement a reporting
system and control evaluation mechanism to provide information which will pass
from the auditors and/or staff to the General Secretary, to the General Board
and Management Team. The C.B.S. commits itself to building a communications
network to ensure that national and district employees, national and district Board
members, individual and corporate donors, international colleagues, active
supporters and the public at large understand the ministries and strategies of the
Society. They will compile and update the Reference Manual which includes the
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policies and procedures of the C.B.S. There will be an annual preparation of
planning papers which respond to the objectives of the C.B.S. There will be a
progress and evaluation reporting prepared for meetings of the Executive
Committee and the General Board. Management will also be responsible for
strategies pertaining to the economics of the Society's operations and where
needed will recommend proposals for change.
Goals for the Nineties
This having been said, we must now address goals for organization. Minutes
of the Executive Committee and Finance Conunittee must be distributed to
General Board members and District Secretaries. Approval of the new planning
report should be given and the revised by-laws and a consolidated policies booklet
be approved. It is also necessary that a personnel and compensation committee
be established and terms of reference for committees be codified. Seventh, that
locations and timing of Executive Meetings and Annual General Board Meetings
be well communicated and coordinated. And lastly that the Armual Report be
presented and approved.
As General Secretary I would be responsible for implementing those goals
that were part of my jurisdiction. I would be responsible for an organizational
review defining roles and relationships and ensuring that each Department
produce a five-year plan. I must present a schematic for plans of fund-raising
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appeals to the Boards and Districts. I should see that volunteer involvement and
branch operations are encouraged and designate a person to coordinate District
contacts. I should ensure that each District has developed its own mission and
strategy document.
To implement many of these things the General Secretary will have to
formulate external surveys to identify needs for C.B.S. services. New policies will
have to be developed and old ones reviewed. The role of C.B.S. in U.B.S., for
example, will need to be examined as will poUcies on Bookstores and Bible
Centers. 1 will have to increase the involvement of the District Secretaries and
enhance relationships with District Boards. It will be necessary to design and
provide an adequate reporting system to keep the Executive Committee and the
General Board informed.
In the area of Communications, there are a number of goals for immediate
implementation. The Quarterly Newsletter must be revised and plans for
audiences not currently being reached will need to be developed. Programs to
emphasize special days such as Bible Sunday and C.B.S. Sunday will need to be
communicated and new concepts such as a Bible Society Education Week and/or
a Bible Society Business Week need to be explored. Programs to reach youth
need to be developed and communicated. A new format for the Annual Report
could be initiated.
Similarly, goals for the nineties could be established for Finance and
Administration. There is need for the establishment of job descriptions, job
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evaluations and performance appraisal programs. These areas need to produce
annual organizational planning papers related to budgets. Annual operating
budgets and annual capital budgets must be produced. There is the necessity for
examination and recommendation of appropriate levels of financial reserves and
the implications of deficit financing. There is need to supply qualitative analysis of
costs (retroactive and prospective) and for follow-up on implications of CICA
actions relating to reporting on "not-for-profit" organizations. Standards will be
established and adherence to these standards v^dll be measured. Appropriate
reports will be made available to management and directors; policies will be
updated and codified. The Society is an equal opportunity employer; employees
will be dealt with fairly and consistently.
As chief planner and chief executive of the C.B.S. I will need to ensure that
adequate resources are assigned at appropriate times to each of the organization's
objectives and related strategies. Progress will be monitored by a number of
techniques including the C.B.S. corporate calendar, which will be a high-level
illustration of organizational formulation.
It will be the responsibility of the General Secretary to be the chief planner
and communicator; as Chief Executive Officer I must bring forward policies and
see that they are implemented; to be the controller, responsible for evaluation
and re-evaluation. Although not articulated in the past, the C.B.S. in the future
will build its organizational structure on four pillars: planning, policies,
accountability, and communications.
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The planning process should follow a process of analysis. This section should
have several elements. There is need for planning the plan and an articulation of
the mandate. At this point there should be a shareholders analysis -- by this I
mean that those who are the "players" or the stake holders should have input.
Next there is a need for the creation of a vision. This should be followed by an
examination of the strengths, threats, and opportunities. Once this has been done,
issues can be identified -- both operational and more major issues. Once this
analysis is complete it is a matter of process to codify the purpose, objectives,
strategies, and goals and then to ensure that they are monitored and followed by
times of re-evaluation.
The planning process would lead into an operating process. There is the need
for response to the planning papers. This response would come from all divisions
and districts, and would be based upon the mission and strategy of the C.B.S.
There would need to be a review of the papers at the management level. Each
area would need to prepare and review their budgets ~ both operating and
capital. An analysis of the reports would be initiated by the management and the
directors. The Executive Committee would be advised and their approval gained.
At the recommendation of the Executive Committee acceptance would be given
by the General Board.
In making these comments as the beginning steps of analysis and response I
would suggest that the planning process now being used by C.B.S. is
comprehensive, yet understandable (see Figures 2, 3, 4, 5, and 6). With proper
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attention it is self-renewing and provides the flexibility required by an
organization working in a dynamic enviroimient. The process suggested here
reflects the General Secretary's commitment to plaiming, accountability, consistent
policy-making, and sound conununication practices. I would propose the above as
a beginning process by which skills, interventions, and strategies for changing the
direction of the C.B.S. can be introduced. It is recognized that once this is
accomplished and a new direction is implemented, understanding and ministry to
new immigrant groups can be established, formulated and begun. It is impossible
to be effective with Chinese immigrants if an organization's energies and
strategies are focused inward and are self-serving. We must change. If it is to be
a new day for the C.B.S. the Society must have a vision of what can be - not on
its terms ~ but on the terms of the Canadian society to which it is committed by
its mandate to minister.
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CHAPTER 4
Relating the Canadian Bible Society to the Chinese Peoples of Metropolitan
Toronto: Insights from Cultural Anthropology
The Concept of Culture
The C.B.S. is involved in several scripture translation projects across Canada.
One of the main projects is the translation of the New Testament into Inuktituit
for the Inuit of the northern and Arctic regions.
Our National Director of Translations, Dr. Harold Fehderau called his field
translators from across the country to an update workshop on this particular
translation. Harold scheduled the meeting for June in Iqaluit, on Baffin Island.
The six Inuit translators met with the team from the Kitchener Office. The
weather was ideal. The month of June was just before school in the southern
regions of Canada was let out for the summer.
Harold said the group were working quite slowly and he was somewhat
exasperated because they would only be together for three weeks. Finally, one
sunny afternoon, Harold asked the group what was the matter. In frustrated
simplicity, Jonas Nashak exclaimed, "It's very difficult to translate this passage
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when a seal keeps coming up through the middle of the page." Inunediately
Harold understood the problem.
He had inadvertently scheduled the translation workshop right in the middle
of the Inuit's family vacation time. The time when the weather begins to warm
and families leave their villages in their canoes and follow the seals making camp
on iceflows and small outcroppings of land. It is the historical time of year that is
most meaningful for Inuit family life. A time which was convenient for the C.B.S.
translation team from the south was completely inappropriate for the native
translators of the north.
Anthropology is the study of people and culture. In Bible Society work it is
important to understand people. Yet it is also essential to understand the cultural
context of the people you are serving or ministering. Anthropology is of
particular importance to this study because it involves the building of relationships
and communications across cultural boundaries between the historical traditional
Anglo-Canadian mind set with the Chinese mind set. A normal response is to
often equate Christianity with our culture and to seek to westernize converts in
other cultures. We tend to reject the practices of other cultures as unbibHcal or
uncivilized. Consequently Christianity is viewed by those non-western cultures as
a foreign religion that condemns their cultural past and is irrelevant to their
current problems. To be meaningful to people, the gospel and the church must
be expressed in cultural forms that they understand and trust.
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Paul Hiebert's (1983:1-43^ Cultural Anthropology suggests that the process of
indigenizing Christianity in another culture requires an incarnational approach to
crossing cultural barriers. Hiebert says that just as Christ left heaven and entered
fully into human culture so must we identify with another culture to conmiunicate
the gospel in ways those people understand. The Bible must be translated into
their language. The church must be organized in ways with which they are
familiar. Hiebert (1983:xxi) goes on to say that missionaries are required to
"learn to understand and appreciate deeply the cultures vdthin which they
minister." It is here that anthropology has much to offer, not only by providing
knowledge of other cultures but also in showing how to study them.
The concept of culture can be defined in terms of behavioral patterns. R.
Daniel Shaw's (1988:24) Transculturation says that anthropologists tend to group
cultural behavior into five categories or cultural sub-systems. They are economics
which is a system for utilizing the environment and deriving a living. The second
is ideology which is a system of behefs and observances relating to origins, present
conditions, and the future. The third is kinship which is a system of interpersonal
relationships. The fourth is social structure which is a system of group interaction.
The fifth cultural sub-system is political organization which is a system of internal
and external controls and regulations.
Before these cultural factors can be related to the C.B.S. and its functioning
and communication to the Chinese peoples of Metropolitan Toronto we must
clarify and define what culture is.
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Definitions of culture vary from one anthropologist to the next depending
upon what the person is stressing. Hiebert (1983:25) defines culture as "the
integrated system of learned patterns of behavior, ideas, and products
characteristic of a society." Marvin Harris (1968:16) says: "The culture concept
comes down to behavior patterns associated with particular groups of people, that
is to 'customs', or to a people's 'way of life'." These definitions focus on culture as
"patterned" and "shared". They say if one can organize and codify these things
then one will understand the culture which made or devised them. Although this
may be true initially it does not help to really grasp the other person's point of
view.
James P. Spradley (1980:6) says: "Culture is the acquired knowledge that
people use to interpret experience and generate behavior." This definition allows
culture to focus on knowledge -- what people need to know or believe in order to
operate in a manner which is acceptable to their members (Goodenough
1957:167). This definition forces one to consider the shared symbols which enable
people to give form and meaning to their specific experiences. It is with this in
mind that the C.B.S. can begin relating to the Chinese peoples in Metropolitan
Toronto.
Communications, Relationships, and Social Organization
The Source, Message, Receptor (S.M.R.) communication model presented by
Nida and Taber (1969:22-23) and adapted by M. Kraft (1978) focuses on the
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importance of experience. When the field of experience is the same, that is,
shared within a cultural context, the potential for receptors receiving the message
intended by the source is fairly high. However, receptors decode the message, not
on the basis of what the source intends, but rather with respect to their own field
of experience. Thus the broader the field of shared experience, the greater the
likelihood receptors will understand the message as the source intended.
Shaw (1988:64) says that as Christians share the "good news" they should not
degrade it to the status of a religion. (Shaw 1988:64). He says that Christianity is
concerned with "worldview, the basic meaning of life." Eugene Nida (1959:110-
116) says that for Christianity to be culturally meaningful it must use meaningful
indigenous symbols. The implications of the message must be explained in
concrete terms which are culturally applicable within a given society. Jacob A.
Loewen (1965:158-190) explains that if Christianity is to be meaningful for a
cultural group then "study of and "application to" that group must take place. I
suggest then that if the C.B.S. is to be successful in reaching beyond its traditional
support base then basic cultural anthropological principles must be put in place to
enable the Chinese of Metro Toronto to see our ministry through Chinese "eyes".
It is most important for the C.B.S. to plan its distribution and fund-raising
objectives with the Chinese historical past and their new cultural setting in mind.
We will need to begin to see the Chinese as much of the "norm" as we have seen
the Anglo-Canadian as the norm historically. We must recognize what we have
done in the past reflects our historical baggage. If the C.B.S. does make this shift
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then what the Bible Society once was will be no more. Rather the Bible Society
will continue in name but will have a broader base of members and supporters
within the organization.
Hiebert (1983:44) suggests that when anthropologists are building theories
about groups of people they live, talk, and participate with the people. The
anthropologists have to find ways to live with the people and learn how to build
rapport with the people. Similarly, if the C.B.S. is serious about expanding its
support base with new immigrant peoples then the C.B.S. must have meaningful
contact with them. We must invite Chinese to meetings; ask them to serve on
committees and boards; allow them to have input into the system; and we must
take their views and opinions seriously. Building relationships with the Chinese is
very essential. If modifications to the C.B.S. system are instituted without building
rapport with the Chinese then a "folk" analysis will ensue without any real change
to our organization because we still do not have a proper perspective on the "real"
culture. A people's view of what they are and what they do is often two different
perspectives. We need to use the approach of analyzing the culture using their
own categories and assumptions, and we need to use the approach of using the
Chinese view of their own world.
Communicating and building relationships with people across cultural
boundaries is not accomplished quickly. It is naive to believe we will effectively
minister cross-culturally if we are presumptuous on behalf of the Chinese
assuming we know and understand how they think and react to various situations
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and circumstances. We must be observant willing to read between the lines of
conversation to know what they are actually thinking. Otherwise, assumptions
made on behalf of the Chinese will only be cause for misunderstanding and
misconception. We must be prepared and aware of what it is we are truly
endeavoring to do and accomplish. Otherwise everything will disintegrate into
rhetoric without direction or a game plan.
The main challenge that arises for the C.B.S. in relating to Chinese is
developing listening skills, maintaining discipline, taking time, and doing plain
hard work in order for the C.B.S. to relate to Chinese,
In understanding the social organization of the Chinese it is important for the
C.B.S. to be aware of their material culture. As the Chinese migrate to Metro
Toronto it often appears they are adopting all of the western ways of North
American culture but we must not fail to recognize their historical past, their
models for behavior. What we might consider normal behavior and normal
response within our Canadian society might just be an adoption to the Anglo-
Canadian culture but deep within the Chinese the social relationships and
historical past are being avoided or suppressed. The C.B.S. will need to examine
its style, organization, and methodology and be willing to realign ourselves to
listen to the Chinese for their true responses to "what was' and 'now is". We must
not allow our cultural and religious experience to dominate them.
We recognize that the Chinese, by having emigrated to Canada have already
modified their environment, but what initially may have seemed an excellent move
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might in the long term bring problems. It is our responsibility to resonate with
the Chinese -- not just develop a methodology to procure funds for the support of
our ministry ~ but develop relationships that advance the truth of the gospel so
that we understand the mandate of the Bible Society as it also relates to Chinese
as part of our ministry. If we are just concerned with methods then in time our
organization will become bankrupt, bereft of all spiritual vitality and power. Just
as Heibert's work on cultural ecology examined norms of the 1970's, I would
suggest that what Heibert considered the norms then may or may not be the
norms today or in future years. Though the C.B.S. has had wonderful support in
the past, to address the needs of the future will entail organizational skills
embracing the Chinese culture and incorporating their organizational social
structure as part of our C.B.S. system.
Hiebert (1983:111) says that all people communicate through creating symbols
and linking the ideas to forms of expression. Symbols are arranged into elaborate
systems. Spoken and written language becomes the most important media for
communicating. Systems are devised to express people's thoughts and in turn the
systems become the molds in which thought takes place.
It is communication which enables the transmission of culture from one
society, person, or generation to another. But when one sends a message, biases,
such as the receiver's understanding or perspective, and the sender's
understanding or perspective, are introduced. The result, especially in cross-
cultural communication is sometimes a loss or a misunderstanding of the message.
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Hiebert (1983:137) states that symbolic systems are important because they form
the core of any culture, linking thought to behavior and objects, and thereby
bringing a measure of order and meaning to life itself.
This information is important as it further enables the C.B.S. to build
understanding with the Chinese. Hiebert (1983:112-137) suggests that it is
advantageous to know the technical information about symbolism and
communication if one wishes to be an enabler effectively interpreting from
another group cross-culturally. Even the approaches one must take to be able to
study a language must be learned. As the C.B.S. moves forward in our
relationship with the Chinese we must not forget that even though we have
learned much about the Chinese there is still much more we need to know.
Effective cross-cultural communicating requires the use of verbal and human
relation skills in one's own culture, but also requires understanding of the
symbolism, the language, and the body language of the other culture as well. We
must continually learn, adjust, and apply these matters in fulfilling our objective of
expanding our ministry opportunities.
David J. Hesselgrave (1972:1-12) suggests that there are at least seven
dimensions of cross-cultural communication. He says there is the world view, the
cognitive process, the linguistic form, the behavioral pattern, the media, the social
structure and the motivational dimension. He continues by saying that these are
operative at both micro-cultural and macro-cultural levels, and serve as either
channels or obstacles to effective cross-cultural communication, depending on how
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they are understood and exploited. Understanding these dimensions when
communicating cross-culturally assists in being effective in bridging from one
group to another.
The seven dimensions are different ways of communicating, each valid in its
own right. It is in understanding cross-cultm"al communication which enables the
C.B.S. to control the communication situation rather than being controlled by the
situation. This enables the C.B.S. to effectively consummate communication by
modifying our own concerns, expressing our thought, adjusting our behavior, and
appealing to motivations that answer to the self-understanding of the Chinese.
I am not so sure that the ability to control the communication situation should
be desired at all times. Communication should not be uncontrolled but to be in
control cross-culturally negates the purpose of the mission, reducing it to a system
of manipulation imposed by the values of the one outside of the culture. It will
be the desire of the C.B.S. not to be the controller but to lead through serving
the Chinese who are our constituents. It is in the work done for the benefit
conferred on another that true conununication is understood and anthropological
and missiological benefits are realized. Yet I concur with Hesselgrave (1972:12)
when he says: "After all, the respondent we are attempting to characterize in this
enquiry is the one who really exists". To be effective we have to recognise the
other as they actually are and not how we might perceive them or desire them to
be.
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Eugene Nida (1961:156) states that one of the most strategic problems facing
missions and churches is relevant conununication. We must speak and relate to
Chinese on terms relevant to them in order to accomplish our task of expanding
our support base and forwarding the Bible cause in Canada and around the world.
Hickman (1968:72) through his writing implies the C.B.S. will need to be
aware that all situations with the Chinese will not be the same. He points out
that some of the most challenging problems of communication and conversion are
found in the common situation of ethnic enclaves within national boundaries. He
says that the majority of the rural people and urban lower classes of the world do
not and cannot participate fully or effectively in the national life of the larger
social, economic, and political entity that is their "country". He says that the
reasons for relative isolation and low degree of integration vary, but almost always
are based on old patterns of exploitation and discrimination, caste, class, and
language differences.
It is important for the C.B.S. to recognize that the Chinese in Metro Toronto
have come from many parts of the Pacific rim. We must be willing to provide
satisfactory alternatives so that in encouraging their support of our ministry we do
not bring deep hardship or suffering in the name of our self-serving progress or
increased donations and production. This is not to suggest that thoughtful
attempts to encourage involvement and participation should not be made. We
must learn to encourage the conditions that minimize the cross-cultural barriers
which in turn remain the first-line defense of traditional life and thought. To
90
truly be effective, good alternatives have to be provided that will allow the human
process of conversion (social and spiritual) to take place. When this takes place
within individuals and the conununity to which they belong then they have a sense
of ownership. They will have a proper understanding of the Bible Society. Once
this has been absorbed and is internalized it becomes a part of their being.
The interviews referred to in chapter two demonstrate many weaknesses in
traditional approaches to communicating with the Chinese. Jacob Loewen
(1966:226) says that in order to be able to effectively use the question method in
communication, one needs to train oneself in asking questions. In asking the
questions the method should be planned in such a way that they can be used as a
teaching tool. Value judgments made midstream in an interview allow the
questioning to seek out potential openings. Therefore, to communicate effectively
the C.B.S. has to approach the Chinese with an open-ended agenda allowing a
true Chinese design through the responses. As ideas are expressed as solutions to
our situation then ownership of the idea is taken by the Chinese and a willingness
to become part of the solution is enacted. This will allow for further constructive
thinking in the future. William J. Samarin (1965:115) reminds us that silence is
also a form of language. In understanding a culture we need to know if silence is
to be interpreted as a lack of interest or is it an exemplification of solidarity for
the cause being presented. Samarin (1965:119) says: ". . . for speech, not silence,
is what gets a person into trouble."
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Hiebert (1983:138) suggests that social organization can be studied on several
levels: interpersonal relations, groups, and society. Concepts of status and role
are basic to understanding the several levels of social organization. This refers to
behavior and expectations of the person thus determining different roles for
people.
Smalley (1963:49-56) speaks of culture shock as the emotional disturbance
which results from adjusting to a new cultural environment. He suggests that not
knowing the subtleties of the language causes much of culture shock. The
Chinese living in a new environment experience a measure of culture shock when
they come to Canada. Even though most could speak the English language before
they arrived in Canada, its common usage in the Canadian cultural context will
vary from the norm Chinese were used to before coming to Canada. Similarly for
the C.B.S. to be effective communicators to the Chinese the Chinese must sense
our respect for their culture. Ethnocentrism is our own self-centered view of
culture, but one must love another the way the other is without manipulating the
other to one's own terms of understanding.
It is important for the C.B.S. analytically to understand the social organization
within the Chinese community. With this understanding concepts of status and
role can be more readily understood which allow the determination of roles. In
understanding another culture when a role shifts or there is a role change it is
often through a form of some "rite" that leads a society or an individual to
reaffirm values and beliefs or provide for the new change or organizational
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structure that might be impending. In every organization, individuals and group
members create their own sense of identity. Thus it is not enough for the C.B.S.
to have a complete inventory of Chinese language Bibles to be effective in cross-
cultural ministry.
Hiebert (1983:259) points out that it is through the forming of associations
which enables organizations like the C.B.S. and other charities and churches to
organize roles, establish norms, allocate authority, and mobilize resources. The
same can be said for the Chinese and other ethnic groups. Associations give
people identity and a sense of belonging but as groups become more urban and
more industrialized more organization is needed to maintain the social system. In
larger urban areas kinship groups play a lesser role beyond the level of family.
The usual rule is that the more associations there are in a society, the more
complex the society will be.
Often over time, loose associations become formalized and institutionalized.
As this happens, structures become rigid and impersonal. People and societies
can become caught between the need for pattern and structure on the one hand,
and freedom to act, relate, and find expression on the other. The C.B.S. structure
and operations reflect this pattern. An example is the relationship between a
district and the National Office. A district office in Edmonton or Saskatoon may
have used money provided by National Office to purchase land and buildings and
then several years later due to changing circumstances the property and buildings
have been sold. The District may see themselves as having large cash reserves
93
instead of recognising the monies realised were for the benefit of the Society and
not for the perpetuation of their own egos and self-perpetuating regional
organizational bureaucracy
As contemporary societies continue to become larger and more complex, the
number of statuses and roles increases and societal groups develop. Hiebert
(1983:293) says that societal groups are composed of people who share a
consciousness of some kind and provide these people with conceptual maps of
how their society is ordered and how they should relate to one another. Classes
tend to develop as societies become more complex and stratified on the basis of
social statuses and as people develop an awareness of rank based on social
stratification. It would logically follow then that with the Chinese immigrants to
metro Toronto we have both ethnic groups (Chinese from several different areas
of the world) and classes from the wealthy to the poor.
William Smalley (Abrecht and Smalley 1959:144) suggests that social
structures are outside of Christian concern but Paul Abrecht (1959:144) repudiates
this notion by suggesting that the Christian community is the one which should do
the restructuring needed in society. Smalley says no to Abrecht because a change
in social structure and value systems has to come from within the community itself
for it to reflect true change, and not simply through adoption of someone else's
value system.
The C.B.S. can not expect significant Chinese involvement without changing
its own organizational structure and value system. The evaluation the C.B.S. is
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conducting of itself is the beginning of this process. It is fairly straight forward to
give an overview of an organization and discern all the physical and organizational
deficiencies; it is quite another matter to enact the reconmiendations and develop
a strategy and plan that is envisioned beyond its norms of the past and reflects the
norms of the future. The leadership of the C.B.S. will have to know the cultural
and social patterns of the people they are wanting to serve effectively and be
confident enough within themselves to allow changes to be implemented. The
C.B.S. will have to move from a focus which tends to convenience to one of high
cost commitment. To do this the districts as they are presently organized in
relation to the National Office will have to be shifted to allow the organization to
adjust to a society whose composition is of people other than just Anglo-
Canadians. The present structure does not allow for any shift or change from the
status quo.
In any culture the relationship between economic, political, and social systems
is complex. Each influences the other, yet each is influenced by its own
development. Many people live out their life within the combined limits of these
relationships. Some find it confining while others find it gives them plenty of
options to life. When the Chinese move to Canada they find that the dominant
population understands and controls the economic, pohtical, and social systems.
The Chinese either adapt or find it confining. But in time they are able to be
part of the process. They become acculturated to Canadian society and begin
influencing the development of these systems.
95
Religious and Belief Systems
R. Daniel Shaw (1988:55) says that all human beings attempt to explain their
origins, provide a rationale for present conditions, and make a statement
concerning the future. Shaw (1988:55-56) states that the anthropological hterature
on religious phonomenology uses many dichotomies to describe what
anthropologists have observed: sacred-secular, magic-religion, polytheism-
monotheism, etc. Christians have done the same thing when lumping the peoples
of the world into Christian/non-Christian categories. He points out that this tends
to draw attention to the extremes of each continuum rather than focusing on the
realities of the belief system.
Shaw draws from Hiebert's (1982a:35-47) recent discussion of belief systems
with respect to the empirical (that which is of this world and can be studied) and
the nonempirical (that which is transcendent and other worldly). In Hiebert's
scheme people bring the extremes of the dichotomy into relationship through
ritual and ceremony.
These explanations help a communicator describe the lives of the people
studied to other people who do not share that ideological experience. The
perspective is external to the system rather than to the needs and concerns of
those who hold to the ideology. Shaw (1988:57) says that what is really important
is understanding ideology as part of a people's total way of looking at life. What
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we are really interested in is the assumptions upon which people base, not only
their ideological practices, but all activities of life.
Shaw (1988:57) says the real question is "How do people organize their
ideological system and integrate it vidth their daily lives?" He goes on to say
(1988:57-58) that understanding their ideology, their beliefs and values, and what
they mean is of great importance. He says we must know how people understand
the supernatural forces and their responses to them in culturally appropriate
behavior patterns.
In relationships with the new immigrant Chinese in Metro Toronto we must
understand the Chinese context into which we are communicating the C.B.S.
message. We must understand how their ideology helps them cope within their
world and what that means to them. Shaw (1988:65) says that people do not need
to stop being members of their culture in order to be Christians in a new cultural
context. He states that the emphasis should rest solely in their established
relationship with God through Christ and appropriate that relationship to all
others within the human realm and the entire supernatural arena that
characterizes so many ideological systems.
The key term that keeps appearing in relating the C.B.S. to the Chinese is
"communication". It is imperative for the C.B.S. to understand differences in basic
outlook and motivation in inter-cultural relationships. Charles V. Turner
(1968:16-23) suggests that most societies have one or more main cultural themes.
Once a culture's central theme is knovm then the ability to understand something
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of the dynamic which produces the various cultural features is often
straightforward. In understanding religious and belief systems one can then
understand how the people relate to one another within their own system. It is
with this understanding that participation and ministry opportunities with the
C.B.S. can be introduced to the Chinese. If we wish for the Chinese to
understand us and be a part of our organization then we must be doubly willing to
understand them as a people. The C.E.O. of the C.B.S. must be willing to risk
desired results for the Society in order to allow the Chinese to formulate and
enact their understanding of Bible Society ministry. It is with this deep
appreciation and understanding of the other culture that the C.B.S. must now
refocus its internal organization. We must restructure our own organization in
such a way that input from the Chinese will not only be tolerated but will be
welcomed to enhance the Society to minister beyond its traditional boundaries. In
reality the C.B.S. must see itself as fulfilling its mandate not resting on its own
definition of success or past effectiveness.
Hiebert (1983:333) says that all societies operate with norms and rules to
regulate human behavior. Some of the norms are written but often they are not.
He says that one needs to know and understand the cultural system in order to
assist in channelling the course of change within a culture. With this in mind
Smalley (1958:65) points out that we must not become paternalistic toward other
people or in our ministry.
98
When studying other groups one becomes aware of many different belief
systems and religious systems. If the Bible Society is to be truly effective we must
learn to think and respond like the people we are hoping to minister to, rather
than expecting them to become like us. We must be willing and able to adapt to
other's perspectives � especially if the adaption is just a cultural thing not
involving any moral principle. In any worldview there are assumptions about the
nature of reality and morality. Each individual worldview is seen as the norm to
the culture it is a part of. For many Canadians it comes as a shock to realize that
their view and their desires are not shared nor necessarily looked upon with favor
in other cultures. Also, once one begins to experience cultural pluralism then
what once was a common assumption cannot be taken for granted any longer.
The C.B.S. mandate, its goals and objectives must be addressed within the
pluralistic cultural contexts it is a part of. William D. Reyburn (1963:145-159) in
his article "Christianity and Ritual Communication" quotes Matthew 7:16 "Ye shall
know them by their fruits." pointing out that some cultures understand this to
mean ownership of large quantities of material possessions. Confusion comes
because of a different worldview. In presenting the Bible cause through the
C.B.S. various worldviews will come into focus. We cannot make Anglo-Canadian
assumptions believing they will connect for the Chinese. If one's religion speaks
to the felt needs of people they will respond to it. Whereas much of institutional
Christianity is self-serving, true Christianity is not. The Bible Society must not be
self-serving when asking for Chinese involvement. One of the C.B.S.'s greatest
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shortcomings is non-effective communication of its message. If we are to truly
understand how the Chinese are thinking then we must know the essential
elements and underlying factors which are influencing them as people. To be
effective communicators we must understand values and contrasting values of the
other culture. Once we know what the contrasting values of a given group are we
can then develop plans relating to the value concepts. If the C.B.S. is going to be
effective with the Chinese in Metro Toronto we must be wdlling to have staff who
speak their language and are a part of their culture.
The Dynamics of Cultural Change
Charles H. Kraft (1963:179-187) in his article "Christian Conversion or
Cultural Conversion" diagrams something of the nature of God's desire to
communicate with people. He stresses the importance of the cultural dimension
and how it must be considered in cross- cultural endeavors. Kraft believes people
must come to understand and appreciate both the importance of each culture to
those who are born into it and the usability of each as a vehicle of interaction
with them. People must learn to refrain from regarding western culture too highly
or non-western culture too negatively. Kraft asserts that most of all we must
make great effort to see to it that the message one is wishing to communicate is
done so in totality of both word and deed.
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Richard L. Schwenk (1972:259-273) in his article "Some Uses of the Past:
Traditions and Social Change" says traditions are strong beliefs which legitimate a
social system and a culture. He says that although it might seem that traditions
would invariably hinder creative social change this is not so. A potential agent of
change must understand well and respect the traditions of the people among
whom one is working, but need not be paralyzed by them. Schwenk shows that
some traditions contain within themselves a justification for change. Some can be
mobilized for development, some are merely irrelevant, some are inimical to
change but can be attacked easily, others are inimical to change but must be
handled very carefully. When Chinese are new to Canada there are subtle
pressures placed upon them to conform to their new environment. It is important
for the C.B.S. to not cause this diffusion of the Chinese culture, but we also must
recognize that cultural changes will automatically take place in some measure.
William Reyburn (1958:139-146) in his article "The Missionary and Cultural
Diffusion" suggests that contact between cultural groups ~ especially the western
culture with Third World cultures ~ introduces the Third World cultures to the
presuppositions of a modern age. With this contact comes a subtle force upon the
culture. The various groups might speak the same language but often the thinking
behind the language is not the same. Just by living in Canada, Chinese will find
that information is automatically internalized which accelerates change and makes
inroads in the old Chinese way of life. This creates a new class or new classes
within the old society and opens up new charmels for diffusion of western culture.
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Just as Reyburn concludes by saying how the missionary is forced by the nature of
the age in which we live to view critically and carefully the process by which we
spread Christianity in cultures, so it is for the C.B.S. to be sensitive to the process
and method by which we respond to the Chinese in fulfilling our mandate.
Dale W. Kietzman and William A. Smalley (1954:71-75) in their article "The
Missionary's Role in Cultural Change" state that the missionary's basic
responsibility is to provide the material upon which the native Christian and
church can grow "in grace and knowledge" to the point where they can make
reliable and Spirit-directed decisions wdth regard to their own conduct within the
existing culture. This is similar to the role the C.B.S. must play with the new
immigrant Chinese. For the C.B.S. to break out of its traditional mind-set we
must provide the Chinese the material upon which they can develop and respond
to our mandate and develop ministry opportunities which are culturally accepted
by their people. Our role in cultural change should be one of catalyst and a
source of new ideas and new information. We are to be the voice of experience,
but remembering we are a different culture. Thus care and understanding is very
important. The Bible Society is a very legitimate agency yet if we wish to move
forward in our changing society then we must not only involve the Chinese, but
allow them to make decisions based on the new ideas they have received in their
new country. The Chinese themselves must reinterpret old needs and expressions,
examined now in the light of their relationship to God and their church and to
their partners in the ministry of Bible Society work.
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Hiebert (1983:430-447) points out that our culture and society mold our world.
He asks how do individuals fit into the picture? He says we feel the pressures of
culture in two ways: as a press, which prescribes certain kinds of behavior, and a
pull, which prescribes and enculturates other thoughts and actions. We take for
granted our culture values and practices. We normally have to step outside our
culture, immerse ourselves in another culture and see the world from this new
perspective before we can begin to look at ourselves with a measure of
detachment and see the assumptions we make. This helps us deal with our
ethnocentrism. Hiebert (1983:447) points out that the great contribution of
anthropology is to our understanding of ourselves and our world.
Reyburn, (1970:49-59) in his article "The Helping Relationship in Missionary
Work" points out that a relationship with others which will permit us to help them
at the deepest personal level of their need requires that we accept ourselves as we
are. The maintenance of distance by maimer of life, by a judgmental attitude, or
by an impersonal, official relationship may protect our precarious self-image, but
it also projects to the Chinese our rejection of them. A helping relationship
requires that we be open enough to be vulnerable which we will be unwilling to
be if we unconsciously reject our historical past. I concur with Reyburn that the
struggle is worth the cost, and where good results will be in proportion to the
effort to maintain at the highest level each of the components of the helping
relationships.
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Philip Noss (1970:253-260) points out that the rules of behavior which make
social life possible are very important; but they differ radically from society to
society. Noss says that we carmot ignore the code of the people among whom we
are wishing support because this would cause offense. Yet we carmot give up our
own code and adopt their's either because the Chinese would be suspicious of a
group who abandons their own code. This suggests that the C.B.S. must learn and
apply the basic tenets of the Chinese in appropriate situations.
Donald E. Douglas (1972) says that part of our purpose is to adjust to the
society which we are wishing to influence in such a way as to minimize personal
tensions and at the same time enhance the prospect for meaningful
communication with the Chinese.
With this said the C.B.S. must listen to the counsel of Oswald C. Fountain
(1966:49-58) who is writing about mission stations yet the subject material can be
applied to the Bible Society. He suggests the need to stand back and try to see
the whole picture of the organization as a whole and ask if this is adequately
representing its mandate and mission. Fountain concludes that we can not place
too great an emphasis on economic activities. We must truly reflect the gospel
mandate of the Society. Fountain implies that too often what happens is the
creation of formalized, institutional relationships between oneself and the group
one is relating to. The C.B.S. is the traditional dominant group and the Chinese
will not be able to respond freely. He suggests that the traditional organization
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Delbert Rice (1969:264-273) in his article "Evangelism and Decision-Making
Processes" reminds us that in many western cultures the decision to become a
Christian is done individually. In other cultures the decision-making unit is the
family and community. Each culture has its ovm processes for making decisions.
He says the most effective changes are those which occur through the cultural
processes of decision-making which already exist for every person. Rice states
that effective decisions enable people to grow spiritually and manifest their new
faith where they live. He is somewhat cynical of the church's lack of new
techniques and methodology to reach people who are considered secular and
unchurched. Through his discussion we are able to see that the C.B.S. must
develop new techniques and methodologies in order to enhance and build our
ministry of translating, producing and distributing the Bible in various formats and
languages to be effective in Canada's changing ethnic mix in years to come. In
order for the C.B.S. to move into the new day we desire we must be conscious of
the decision making processes through various cultural groups. John Beekman
(1959:241-250) addresses the problem of syncretism. Syncretism is the tendency
for new culture patterns to be combined and intermingled with existing patterns
when they are adopted into a society. In the Bible Society's desire to change from
its predominantly Anglo-Canadian mind set we must not respond to the secular
elements of Chinese culture, but respond to the Christian mandate as understood
by Chinese Christians.
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For the C.B.S. to be effective we must not only acknowledge, but be willing to
accept worldviews which are totally different from that to which we are
accustomed. In order for the C.B.S. to truly be effective in presenting its ministry
and fulfilling our mandate we must be willing to see this expressed in the culture
of the other person. We must understand the Chinese worldview in order to
understand their reasoning and faith in its correct sense. We caimot make
assumptions on behalf of the Chinese. The C.B.S. must understand our own
mandate and ministry in its completeness.
TTiere is need for the C.B.S. to understand its mandate in its fullness and not
just its institutionalism. Many in the hierarchy might prefer institutional
alignment, but the world needs the Christian message found in the Scriptures, not
the institutionalism which the C.B.S. has tended to reflect. The C.B.S. needs to
be in touch with our own needs internally. Once we can grasp this and get our
own house in order then we can begin to communicate our mandate in terms and
thinking of the Chinese. In saying this the C.B.S. must see itself in larger
dimensions than the past tradition and mind set. We can not be self-serving in
any way but must possess and communicate a world view. To be effective
communicators we must be tuned in to the values of the people we are
communicating with. We must be aware that in our secular society there are
struggles with racial and economic prejudices.
Based on Hiebert's (1983:396-409) work on expressive culture the C.B.S. must
be aware of non-verbal communication. Being alert to body language, voice tone.
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the physical presentations we make is essential. People are able to remember the
person or the message given when they are able to focus back upon a specific
medium of communication. Also the Anglo-Canadian view of the world is
appropriate for that group but higher decisions concerning Chinese participation
and involvement should be made within the Chinese cultural context. Cultural
shifts may be appropriate, but the initiative to change should come from within
the culture so that true ownership of the change comes from within the group.
The role of General Secretary of the C.B.S. must be one of an agent of change in
the light of the Chinese relationship to God and their fellows in Jesus Christ.
For the C.B.S. to understand our world we need to be able to see ourselves
from outside ourselves (with a measure of detachment) - once we do this we can
then see the world with greater clarity and opermess. This is the contribution of
anthropology. To be effective we must truly live by faith so that we have freedom
in our mandate and ministry. This includes the risks involved and the unbuckling
and shedding of our protective traditional overcoats. Our motivation for
identification must be Christian. Self-acceptance and a healthy self-image of
ourselves is necessary in effective new endeavors. We must be willing to risk
being vulnerable in being open. To be effective with another culture you do not
give up your own code of living, rather you learn and apply the basic tenets of
each society in appropriate situations. We need to remember and refocus our
reason for being present in many cross-cultural situations. As we do this the
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effectiveness of the transmission of our mandate can be analyzed and responded
to. To be effective we must not be paternalistic.
For C.B.S. to be effective we must be as relational as possible with all people.
People will not know that we have something which will be of assistance to them
or to their people unless they also know that we care for them and are willing to
be involved with them. Openness risks vulnerability but will be worth the risks
when the results reach the highest levels of the components of the helping
relationships.
The C.B.S. needs to present dynamic models of effective change with the
Chinese. This will help in bridging gaps effectively. It must be remembered that
just because a person does not respond as we might anticipate does not mean
there is no response. The Chinese need the freedom to respond through their
own processes and ways of doing things. When presenting the C.B.S. mandate
and ministry we must always be sensitive to where the Chinese are coming from
allowing them the freedom to respond within their own cultural context.
CHAPTER 5
Relating the Canadian Bible Society to the Chinese of Metropohtan Toronto:
Insights from Organizational Development
The C.B.S. exists ". . . to promote and encourage the v^dder circulation
throughout Canada of the Scriptures, without note or comment, and to cooperate
with the United Bible Societies in its worldwide work" (C.B.S. Act of
Incorporation).
On the international front, dramatic changes in govermnent policies in
Eastern Europe and the U.S.S.R. continue to occur. A very difficult political
scenario in the Persian Gulf has caused war. In Canada, the demands for the
Society's services have undergone significant changes as brought about by the
changes in Canadian demographics and in the linguistic makeup of its peoples.
Meanwhile, the structure of the C.B.S. has evolved significantly over the past five
years.
It is most interesting to recognise just how Anglo-Canadian the C.B.S. is
without meaning to be. In September, 1989 I attended the Anglican Synod of the
Eastern Arctic at St. Jude's Cathedral, Iqaluit, North West Territories. It was
exciting for me, a southerner by comparison, to worship and share with my Inuit
brothers and sisters.
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I was included in the celebrations because the C.B.S. had just completed the
redrafting of the New Testament in Inuktituit, the language of the area. This
New Testament was first written in syllables in the 1850's by the Methodist
Missionary, the Reverend James Evans. Now, after 130 years it was being redone
in modern, easy to understand syllables stiU used in the Eastern Arctic, It was a
celebration beyond comparison. The Inuit were very excited that they would now
have the New Testament in their own language and in a format they could read
and understand.
The worship services were charged with energy. People were very thankful
and very euphoric. In the midst of all the excitement a young Inuit clergyman
came up to me and put his arm around my shoulder. The Reverend Andrew
Atagutaaluk, with a smile on his face and a twinkle in his eye, looked up into my
face and said, "This is a very wonderful thing the Bible Society has done. After
130 years we once again have the New Testament in our language in a formate
we can easily read and understand. My people and I very much wish to thank
you." He then paused and said, "but after 130 years don't you think it's about
time we had the Old Testament too?" Of course he was right. Why should he
and his people be denied the whole Bible? Why should they be expected to get
along with just the New Testament, especially since the language had been in a
written form and in use for 130 years.
Once again it had been clearly pointed out, although in a very subtle kind
way, the Bible Society had been solely focused on its inward operations
Ill
responding to the popular things we thought interesting, that we had missed a very
basic need of a group of people in our own country. If we were missing the
opportunities with the Inuit how many other opportunities were we missing with
the many new immigrant groups in our cotmtry?
In this chapter we will take an informed approach to understanding theories
relevant to church and para-church effectiveness and change. Further, we will
develop approaches for analyzing Christian organizations, and for discerning
options. Thirdly, we will introduce the skills, interventions, and strategies for
changing the direction of Christian organizations.
For the purposes of our study we viill focus on five basic types of
organizational theory. The five types of theory we will discuss are: 1.) the
traditional organization; 2.) the charismatic organization; 3.) the classical
organization; 4.) the human relations organization; and 5.) the systems
organization. (Cummings 1980).
1. Theory of the Traditional Organization. The traditional organization can
be described simply as being an organization which is patrimonial. That is, the
right to do things and the way procedures are followed have been inherited or
handed down from the past. In theological terminology the traditional
organization can be described as being the people of God. The basic concept of
this type of organization is maintaining an organization.
There are several components to the traditional organization. First, the
decision making process is usually the responsibility of the leader. Decisions are
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made and announced by this person at an unhurried pace. The leader's function
is to maintain the tradition and the pressure of the status quo. The leader's style
is usually paternal in the fatherly sense. Rather than just fatherly it might be said
that the leader of a traditional organization is seen as head of the family.
Combined with this head of the family idea comes the priestly role. The leader of
a traditional organization is often the official in charge and performs the rites on
behalf of the organization.
If within the traditional organization there are difficulties or conflicts they are
usually rejected. The leadership often ignores forces which threaten stabihty or
the status quo. The procedure used when utilizing conflict management will
always reflect the past and the traditions of the past.
Similarly the traditional organization will most usually reject any external
change. The leadership maintains traditional roles so that the status quo within
the organization can be preserved.
This type of organization has a particular view of people. People are seen as
secure as long as they remain part of the status quo. If people wish to alter the
state of affairs they would be seen as upsetting the status quo. This would be
seen as obtrusive and not at all welcome.
The communication pattern of a traditional organization is hierarchical. The
leader is expected to transmit the heritage, the tradition, and the maintenance of
the status quo. As the leader communicates the message there is the automatic
expectation of implicit consent. Often leadership is autocratic from the person, or
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small group, at the top. This is considered appropriate because the person has
risen to this position and tradition has always granted the power to the person
who has attained the leadership. People automatically follow, because the person
would not have attained the leadership position if it was not to be.
When one speaks of goals and specifics within the realm of the traditional
organization one is met with a new reality. Because the decision making process is
by announcement and the leader's function and style are largely autocratic in
complying to traditional norms, goals are generally assumed. If one has been part
of the tradition for some time then everyone assumes everyone else knows the
goals. The goals are seldom articulated because to ask questions might be
interpreted as rejection of the status quo. If one is seen as rejecting the status
quo then that may be perceived as a threat to the stability of the organization.
The assumption is that leadership of the traditional organization knows the goals
and the specifics therefore leaders are allowed to be in charge and questions are
not asked.
2. Theory of the Charismatic Organization. Whereas the traditional
organization would be described as patrimonial, the charismatic organization
would be seen as intuitive in its organizational sense. Knowledge and perception
of issues seem automatic. The abihty to know right behavior from wrong
behavior seems to come from a direct understanding of the issue without the
process of reasoning. When viewing the charismatic organization from a
theological perspective it would see itself as the new creation. This is what we
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are. God has placed us here to do his ministry so let us do it. The basic concept
of this organization is the pursuit or the following of that initial intuition.
As with traditional organizations, charismatic organizations are comprised of
several components. The decision making process of a charismatic organization
tends to be spontaneous and usually very unpredictable. Decisions are often
proclamations by the leader. The official public announcement is most often an
edict or a decree which ought to be followed.
The leader of a charismatic organization is to function in leading as a
motivator. The leader of the charismatic organization needs to be a charismatic
individual who has personal appeal to a broad spectrum of society. Through the
leader's intuition comes the prophetic and the inspirational movements of the
organization. What the leader is, is what the organization sees itself as.
If a conflict arises in the charismatic organization the conflict is most often
seen as a challenge which needs to be addressed. Thus the organization thrives
on conflict, welcoming it as a crisis to be dealt with by the proclamation of the
truth as stated by the charismatic leader. This style of conflict management is
carried over to the component of the charismatic organization which deals with its
relationship to the environment. As in its conflict-management style the
charismatic organization rejects outright the status quo. This type of organization
expounds upon needed changes articulating them into a functional, practical
modus operandi.
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Within and without the charismatic organization persons are seen as active
and capable yet there is the perceived need for constant direction and
intervention. Persons are viewed as coming under the influence and authority of
the leader.
The leader sets the conununication pattern through announcements of the
content of his/her intuition. The playing of "hunches" or the direction following
of "feelings" "I just feel this is correct" - is the way communication flows. As the
leader announces the content of his/her intuition he/she and his/her followers
are bound to function in obedience to the aimouncement(s).
In this type of organization one finds that the goals are highly explicit. They
invariably reflect the philosophy and aims of the charismatic leader who has
personal appeal and is the prime motivator.
3. Theory of the Classical Organization. If one describes the traditional
organization as patrimonial and the charismatic organization as intuitive one
would describe the classical organization as being bureaucratic. Most often the
classical organization has a highly centralized form of administration in which the
officials or authorities control all the details of public and private functioning. In
this type of organization there is little or no accountability or responsibility for a
leader's acts to the people. In theological terminology the classical organization
would describe itself as "God's Building". The concept of organization would be
viewed as running a machine.
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As with the traditional organization and the charismatic organization there are
several components to the classical organization. First the decision-making
process is usually in the form of orders issued from the top. This is done
consciously with procedures and policies rationalized and calculated by the people
or person at the top of the hierarchy. The leader's function is to direct by
handing down decisions.
The style used in functioning this way is for the leader to be very aggressive
issuing directives. There is no attempt to create an atmosphere conducive to
others giving expression or participating in the decision making process. When
one wishes to address a conflict or manage a difficult problem the style used in
the classical organization is to bring about subjection to authority through
directives and appealing through written poUcy. One might refer to this in secular
terms as the "Lee lacocca" method of management reflecting autocratic
authoritarianism at its height.
The classical organization resolves tension with its environment by domination
and cooption. This type of resolution is the procedure which is followed
consistently.
People are viewed as needing controls. The classical organization believes
that people prefer direction. It is with this focus that autocratic direction is given
because it is assumed that many people will not be responsible to the way the
leader's desire. The rationale is basically that the people do not have the skills or
the knowledge about the organization to successfully understand its operation.
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Within the classical organization the communication pattern is most usually
from the leadership at the top downward to the employees/people. The leader
issues greatly detailed directives believing the detail is the communication desired
by others.
The goals of the classical organization are usually objective relating well to
the external mind. Also, the goals tend to be quantitative or measurable. This
type of organization arrives at its goals through its leadership levels. It is then the
privilege of the hierarchy to hand them down in a conscious, calculated,
rationalized way.
4. Theory of the Human Relations Organization. The human relations
organization theory is in sharp contrast to the other theories. Whereas words
such as patrimonial, intuitive, and bureaucratic have been used to describe other
types of organizational theory, terms such as "group" or "democratic" would be
appropriate to describe human relations theory. A human relations organization
might be described as a number of persons clustered together to discuss the will
of the people and respond to what the consensus of the popular rights of those
people are perceived to be. This type of organization is extremely nondirectional.
In theological terms this type of organization could be referred to as "the
fellowship of faith". The basic concept of this type of organization is leading
groups.
The components of the human relations organization strongly contrast to the
previously described types of organization. The decision making process is always
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a group decision. The decision is formulated and eventually defined through
informal, intimate and fluid relationships. This type of organization functions in
an unceremonial way through these closely related, familiar associations yet the
fluidity allows for most decisions to be alterable.
The leader's function in the human relations organization is to create an
atmosphere conducive to expression and participation. The style of this type of
leader must focus on sensitivity and be as non-directive as possible. If conflict
arises it is managed through separating the component parts of the conflict until
the conflict is resolved. This mostly involves the participating person's willingness
to compromise by mutually adjusting his personal view. Once concessions are
given a mutual ground can be established and conflict is dissipated.
The human relations organization sees its relationship to its environment as
having respect for the environment. Also, the need for fluid relationships with the
environment is emphasized.
People are viewed as learners and seekers. People are perceived
automatically and unconditionally to be responsible, willing to accept
responsibility when motivated properly.
The leader in the human relations organization develops communication
patterns where individual participation and contribution are encouraged. As each
individual participates and contributes - this focuses in on group sharing. As the
group shares the leader has fulfilled the communication role without having to be
directive.
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The goals of the human relations organization are invariably subjective rather
than objective. Once an individual's thoughts or feelings are expressed it is the
ideal which is allowed to rise to the surface. It is from the ideal the real or actual
can be refocused and aimed toward. It is through this type of non-directional
thinking and discussion the purposes of the group emerges.
5. Theory of the Systems Organization. The systems type of organizational
theory can be conceptualized in that the organization is able to adapt to a system.
To describe the systems type organizationally is to say it is organic. It approaches
its function systematically, methodically, and in an organized fashion. Elements of
the traditional and classical organization overlap with the systems theory.
Whereas in theological terms the traditional organization would see itself as "the
people of God", and the classical organization would see itself as "God's building",
the systems approach would theologically see itself as the "body of Christ".
As in the four other types of organization theory discussed, the systems theory
has several components. The components of the systems organization are similar
in some respects to components in other theories. One is able to notice the
overlapping of areas. Yet, when the components are viewed within the confines
of the systems organizational theory distinctions emerge making the systems
theory a very viable theory of organization.
In the systems organizational theory the decision making process is a
continuous adaptation with purposes kept relevant to environment. There is
group input in formulating decisions; there are spontaneous and unpredictable
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opinions expressed; and traditional values are expressed. Once the input focus is
complete there is then a blending of this information which allows the
transformation of the information for output.
The leader's function in this type of organization is to clarify goals, to
interpret the enviromnent, and to monitor change. The leader's role is to be a
professional activator. Conflict is dealt with in a positive way. There is a non-
threatening environment into which information and ideas are passed. The
process integrates the creative elements of conflict enabling the systems style
organization to achieve benefit there from.
A further benefit is that the systems theory of organization sees itself as being
attuned to and in touch with the changing enviromnent. Relationships remain
flexible and situations are adaptive to the need rather than the status quo.
The view of persons in the systems theory of organization is very positive and
open. It is assumed that not all persons have the same skills. The biblical
rationale of talents is seen as the way humanity is. One had five talents, another
two, and another one. Not all had one nor did all have five. There were variants
among people. Thus, within the systems theory it is proposed that persons can be
motivated through goal clarification, enablement, and effectiveness instruction and
training.
In this type of organization conununication is viewed from all directions; from
the top down, from the bottom up and horizontally as well. This is accomplished
through open channels allowing freedom to communicate without threat of
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reprisal. This is done through "linking" persons. The linking persons are key.
They must possess enough self-confidence to allow the flow of information from
others whose views differ from their ovra. They must view the organization as the
priority - not themselves or their own ambitions and goals as the priority.
Goals of the systems theory organization in the final analysis tend to be
definitive and unifying with consideration to the organization and its environment
of which it is a part.
Organizations such as the C.B.S. are able to see a part of themselves in
each of the five organizational theories discussed. Historically the C.B.S. can see
itself as being dominated by a traditional and a classical approach. Today the
Society finds itself in a time when a systems organization and leadership style will
best suits its needs to function effectively. The systems approach allows flexibility,
interaction, and planned decision making. Yet the organization is able to build its
system on its traditional, classical approach of the past.
Theories Relevant To Church and Para-Church Effectiveness and Change
We hear much today about evangelism, discipleship, church planting, and
church growth. Often when talking with Christian leaders of churches and para-
church organizations these terms are tossed around with ease. Many Christian
leaders even see these as independent disciplines of study. Yet when one talks
with lay people and lay members of churches and organizations, their
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understanding of these terms is confused or different from the leader's
understanding. Often the lay person has no interest in the terminology, the
programs and the procedures to be implemented. There is confusion when
"jargon" is used.
Christian leaders are constantly bombarded with techniques, strategies, master
plans, evaluations, etc., for effective ministry. In our North American culture,
church leaders sometimes assume that bigger is better; that smaller congregations
want to be larger congregations; that instead of a new convert to Christianity
every once in a while there will be the conversion of the masses; that instead of
the small community church on the comer everyone wishes to have an expansive
expensive "plant" in a strategic area of the community.
When a minister attends his/her denominational conference or submits an
annual report the questions asked are about membership increases, new
conversion quantities, attendance at services, and other measurable statistics.
Traditionally many churches and para-church organizations have had a rural
base, but over the past 75 years Canadian society has shifted from a dominantly
rural population to a dominantly urban population. With this comes a
tremendous change. The system of the rural mindset where everyone knows
everyone else and most everyone is of a similar ethnic background has been
transported to the urban area where the whole cultural mix changes. In the urban
area social values are not always shared because the diversity of occupations is
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great and not everyone assumes that everyone else is interested in what they are
doing.
Many people who attend church or who are active in some type of Christian
ministry have very different views of the way things should function. There are
many types and varieties of churches. Lyle E. Schaller in his book, Looking in the
Mirror, draws an analogy of the "Cat" and the "Collie" Church congregation. He
says: "Cats rarely seek advice of how to improve their behaviour patterns. . . .
Cats do not voluntarily enrol in training schools! Cats already know the answers
to the questions they believe are relevant." Similarly in his CoUie analogy he says:
"Collies come in different sizes. Some dogs are big. Some are relatively small.
Occasionally one will encounter a mean dog that has been abused by a previous
owner, but almost all collies are affectionate creatures. They enjoy being loved
and they return the affection."
According to Schaller these two groups account for over 60 percent of all
church congregations in North America. It has been observed that persons from
these types of churches are quite happy with their present situation. They often
ask why would anyone want to change? They feel they are effective in what they
do. It would seem that complacency or satisfaction with the status quo is normal
behavior.
Schaller continues by illustrating the wide diversity in church organizations.
Thus, when one approaches change, effectiveness, management, and leadership in
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church and para-church organizations, it is not just a simple matter but there are
many factors and criteria that must be appropriately considered.
Schaller suggests that many of the new leaders of today's churches are
products of larger churches, yet after proper training are finding themselves
serving in the smaller churches. The leader has been a part of the evangelism,
discipleship, church growth thinking but finds himself serving a congregation that
is not even asking the questions, let alone wanting to respond to that type of
message.
When studying effectiveness and change what are the problems? Many times
leadership is the dominant difficulty. Often there is a problem with leadership, or
perhaps the leadership is adequate but relationships are unclear. The power
structure is not clearly defined nor is the chain of command. The willingness for
leaders to take charge is often lacking. The responsibilities of individual positions
and boards are not clearly defined or if they are defined, accountability is not as
effective as it should be.
Some situations suggest poor goal setting and poor leadership. Some of the
common errors are a lot of planning with a lack of action; a lack of goals or too
many goals. There must be the willingness and the ability to allow a leader to
make a mistake and then use that as a building experience or learning experience.
Sometimes in church and Christian organizations the leaders quite simply do not
know how to lead. Thus the results are ill-prepared leadership. Often the
minister or leader may have a game plan or strategy in his mind but it has never
125
been properly communicated. Everyone is operating on assumptions as to what
they believe to be correct without proper instruction or communication. Also, the
lack of positive reinforcement is often missing. A minister or leader carmot
presume that another person knows he is appreciated or feels that his tasks are
valued. Positive reinforcement is most necessary.
A common dilemma is that many ministers and leaders are maintenance-
oriented rather than ministry-oriented. Peters and Waterman in their best selling
book. In Search of Excellence refer to the "paralysis by analysis". This is "waiting
to act until all issues and possible ramifications have been studied exhaustively."
Ministers and leaders often fall into the activity trap, being very busy at being very
busy; doing a lot of housekeeping things that others could do. This is often hand
in hand with power struggles. Within this maintenance mind-set is a lack of
communication.
Also, it seems that innovation is often not encouraged in church and para-
church situations. Clear expectations of roles and jobs are lacking. Leaders do
not take risks nor do they have the freedom to fail. In certain situations there is
not a good trust relationship between leaders and laity and often positive
reinforcement is missing or at least sadly lacking.
Churches and para-church organizations have many positive things to be said
in their support. The history of the past and the traditions of the past are both
important contributions. Often it is the church or the para-church group that has
the willingness to minister to people at their point of need, whatever that need
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might be. Often these types of organizations make plans and become places
where people can mix and mingle together and be with others of like mind. Also,
the church and para-church groups are able to act as a group rather than on an
individual basis. There is a place for everyone; there is the abihty to motivate
people to ministry and to service. People are allowed to change from what they
were to what they can become. These groups are resihent and able to renew
themselves as organizations. Close to the customer, they allow hands-on
opportunities and are "value" driven with the abihty to reach people. They give
opportunity for open structuring and management and order to disorganization.
They mobilize individuals for ordained ministry and provide a simple structure
and allow people to follow spiritual leadership. Church and para-church
organizations can accomplish long term established goals.
Introducing the skills, interventions, and strategies for changing the direction of
the C.B.S. as it relates to the Chinese
Following is a definition of Organizational Development: it is an effort,
planned organization-wide, managed from the top, and increases organization
effectiveness and health through plarmed intervention in the organization's
processes using behavioral science knowledge (Richard Beckerd: undocumented).
If the C.B.S. is to move from its traditional, classical position of organization
structure based on its Anglo-Canadian roots the most successful way to
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accomplish this is through the introduction of a change agent (or agents). A
change agent is one who is brought in to the organization to do an analysis. The
change agent is a consultant who is able to examine the organization thoroughly
and give direction and insight on how to address your problems and how to
accomplish the goals or desired results.
Egan (1986) in his book The Skilled Helper, outlines the work of change
agents. He points out that changes do not all happen at once. He notes that in
the beginning phases the helpee would be searching and exploring, and the helper
would be attending and respecting. From this comes clarification of what the
organization is trying to do. This leads to phase two which for the helpee would
be postulating, evaluating, deciding, plaiming. The helper would be acting,
cooperating, risking. For the helper this would be encouraging, supporting, and
advising thus leading to action. Egan suggests that there are between sbc and
eleven phases that need focus when dealing with change agents. He suggests that
the consulting process could be stated this way. 1. Scouting and entry.
2. Contrasting. They have to get their felt needs out in the open, their hidden
agendas have to be stated. 3. Data gathering, diagnosis, and feedback.
4. Planning and intervention. At this point it is important to note that analysis is
very necessary, especially in regards to diagnosis and intervention, determining the
causes of the felt need and how to deal with it. The organization or church group
must want to change or at least have a desire for change. Organizational
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development needs intentional contacting so that this will happen. 5. A time for
evaluation. This is the phase of discussing what happened through the process.
6. Determination and schedule report. By this is meant what, when, who, how,
why, and the level - that is - the individual, group, iimer group, or whole
congregation etc. that has to be addressed and the goals, roles, processes and
relationships which have to be explored before anything can truly be done.
Questions need to be asked, such as which one of these areas mentioned would
have the greatest payoff for the organization if resolved.
This is the beginning of a change agent coming into an organization or church.
It gives a person the privilege of saying some things that perhaps need to be said
or allowing things to be seen from a fresh perspective that would not otherwise be
seen if a change agent had not come into the congregation or group.
It is important for the change agent to find out several things. First, it is
important to discover and learn about the organization or church that is to be
analyzed. The agent needs to know what it is he/she is going to be exploring.
The agent needs to know the denominational affiliation (if any), the size of the
organization or church, the tenure of the leaders and the staff, the number of
employees, the functions of people and programs, what they are doing, what they
have done in the past, and what do they want to see happen. This could be
viewed as assets and opportunities.
It is also important for the change agent to find out in the process of asking
these things, who made the decision to call for a change agent to come in. The
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change agent needs to know what the probleni(s) is (are) and have it (them)
described. Then the change agent needs to ask why me? Why is this particular
change agent asked to come and look at the situation? It is also important to
discuss the financial cost to do the task. Ways to ask some of these questions are
to inquire how they know they have a problem? What would it look like if it
were fbced? It is important to establish who owns the problem. That is, whose
problem is it? Then it is important to inquire if a change does take place who is
affected? How will you know you have made the change? The agent must
establish what it is the people concerned will be willing to talk about.
The level of consultant activity in problem-solving goes from the beginning
where the client is giving the information and the consultant is the objective
observer/reflector through to where the consultant is the advocate and is giving
the advice. The process begins very non-directively and leads to a very directive
process; but this only happens by following through the multiple roles of
observer/reflector, process counsellor, to fact finder, to alternative
identifier/linker. The consultant is then able to come to a point of joint problem
solver. At this point the consultant is able to take a more dominant role
becoming the trainer educator. He is then able to become the information expert
and then the advocate.
As the consultant becomes more and more directive he makes proposals, sets
guidelines, persuades or directs in the whole problem solving process. This is the
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very fundamental form of change agent that is essential for change with a church
or para-church organization.
Focusing on the Goals of Chinese Involvement: Methods and Procedures to
Achieve the Objectives
In 1988, a document entitled "Mission and Strategy" (Appendbc C) was
prepared to assist the Society in meeting the challenges of the future. Later in
1989, a document entitled "Planning for the Nineties" (Appendbc D) was
developed for implementation. In order for the Society to be successful in
achieving its ministry and management objectives as outlined in the planning
document, it was recognized that updated, sound management practices needed to
be in place. Amongst these included the need to ensure that the overall
organizational structure and individual jobs were properly designed, and that the
contribution of each employee was appropriately recognized in terms of fair and
comparable pay (that salaries were in relation to the expectation and
responsibility of the position).
With this as a background the C.B.S. conducted an organizational review and
introduced a formalized plan of operation and change.
Through this review the primary objectives were to design an organizational
structure that would contribute towards improved operating efficiency and
effectiveness of the C.B.S. A second objective was to introduce a salary program
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that would be internally equitable, externally comparable, and in compliance with
the Ontario Pay Equity Act. As the General Secretary, I worked with an outside
consultant whom we desired to be our change agent. Members of the Board of
Directors served as resource persons as required. I endeavored to base all
proposed organizational structure and job re-designs on organizational needs,
rather than around current incumbent competencies. I reported my findings to
the Executive Committee of the Board of Directors the third week of September,
1990. Although employee competencies, administrative processes and the
operating climate that was currently in place at the C.B.S. could not be ignored,
the project was not initially designed to address issues that were subsequently
uncovered in these areas.
The application of the reorganization report is to focus upon the embracing of
new immigrant communities - particularly the Chinese Christians in metropolitan
Toronto. Once the principles of organization theory and development are
understood then the connection to ministry beyond the Anglo-Canadian support
base is able to be enacted. The C.B.S. will now be able to develop a strategy to
reach beyond our traditional mind-set and operation. Throughout the review and
analysis it was evident that the C.B.S. spent much of its creative energy
maintaining its internal traditional, classical mindset of operation, focusing inward
instead of looking outward at new possibilities and opportunities.
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CHAPTER 6
The Relationship Between the Canadian Bible Society and the Chinese of
Metropolitan Toronto: Maintenance Versus Ministry
The Problem Stated
Recently I asked young people from a church youth group if they knew what
the C.B.S. did. There were several responses which came close to expressing our
purpose but no one knew. I asked the same question when speaking at a large
evangelical church. Although this group knew who we were they did not fare
much better than the young people as to what we did. I spoke at a dinner
meeting of area clergy and spouses. In asking the same question it was a minister
who was Chinese who answered the question. He knew what we did because
arriving in Canada to do ministry with Chinese people he had need of scripture
materials in both Chinese and English, He had wanted "diglot" Bibles (two
column Bibles with English on the left and Chinese on the right) and someone
had suggested he may be able to get them from the Bible Society, He had called
and then came to one of our Bible Center Book Stores, The staff person, in
waiting on the customer took time to explain who we were, what our ministry was,
and what we were endeavoring to do with new immigrant groups in Canada, He
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responded positively. Now he and the congregation he serves financially support
the Society and purchase the scriptures they need from us.
It seems that many within the Bible Society structure assume everyone knows
who we are and what it is we do. With many in leadership there has been the
attitude of "We have always been here" therefore much is taken for granted.
Upon surveying the support staff almost all had never heard of the C.B.S. before
coming to work for us. They had made application for employment in response to
an advertisement in the newspaper or through contact with a personal friend. I
soon discovered that both the secular and Christian world around the Society did
not have much idea of who we were or what it was that we did. It seemed that
we had a "high" view of ourselves which was not realistic.
The C.B.S. having functioned historically with a dominant Anglo-Canadian
mind set entrenched in bureaucracy, institutional operation, and maintenance
needs to reorganize its structure and system of operation to address the ethnic
and cultural change that has taken place in Canada especially in the urban areas.
Most new immigrants who are Chinese live in the urban areas. This must be
accomplished so that the C.B.S. is able to shift from a relationship of maintenance
to one of ministry effectively fulfilling its mandate in response to a population
which, if current population trends continue, will reflect only a thirty per cent
Anglo-Canadian population versus other ethnic groups by the year 2,000 living
within the boundaries of Metropolitan Toronto.
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A further scenario is that once the CB.S. does address its organizational
structure and systems of operation, is it able to design new methods and plans
which properly embrace the Chinese now living in Toronto to the point that the
fund raising and recruitment of workers will be on terms of the Chinese
understanding so that they are able to not only embrace the work of the C.B.S.,
but actually be owners of it.
Problems that need to be addressed in this chapter then are the ways and the
means to assist an organization, that is, the C.B.S., in adapting to changes brought
about by a population shift from a historical Anglo-Canadian support base to one
that is dominated by new immigrants, in particular the Chinese.
The Findings
As General Secretary I initiated a thorough analysis and review of all that the
C.B.S. was and hoped to be. Remembering the Mission and Strategy document of
1988 and the Planning for the Nineties document of 1989 I worked with an
outside consultant with the following objectives in mind: we would design an
organization structure that would contribute towards improved operating
efficiency and effectiveness of the C.B.S. We would introduce a salary program
that was internally equitable, externally comparable, and in compliance with
Ontario's Pay Equity Act.
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The terms of reference were the outside consultant and the Executive
Cormnittee of the Board of Directors. Fmther, the proposed organizational
structure and job re-designs would be based on organizational needs, rather than
around current incumbent competencies. The research would be completed and a
final report submitted to the Executive Committee by September 14, 1990.
Although employee competencies, administrative processes and operating climate
that were in place at the C.B.S. at that time could not be ignored, in doing the
project with this dissertation in mind it was not intentionally designed to address
issues that were subsequently uncovered.
The approach and methodology used is as follows. Working with an outside
consultant who had no vested interest in the final outcome gave the openness to
express the desire to reach beyond the traditional, classical organization. As
General Secretary, I had the intimate knowledge of the Society's operations,
structure, values, culture, systems, and staff. The consultant had skill in job design
and organization structuring. This approach allowed active involvement with each
phase of the organizational review and each recommendation as it was developed.
All final job descriptions for staff positions had to meet with approval before they
were considered for job evaluation purposes. When the proposals for change
were being presented to the Executive of the Board, I had been the one who did
the formulation and as such could refocus the direcfion of the C.B.S. in
compliance to their directives.
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Initially there was to be one "principal" consultant, but as the process unfolded
several people from the consulting firm were involved. It may be important to
note that the principal with whom we developed the initial methodology for the
restructuring and review was originally from the Phillipines. At the least it
reflected the changing ethnic mix within urban society.
I met with the consultant and we discussed and developed a detailed work
plan and schedule for the overall project. The 1990 planning document was
reviewed for clarity and understanding in areas of corporate mission, objectives,
and strategies. This understanding was critical in order to ensure that the final
organizational structure and jobs were designed to achieve the goals in the most
effective and efficient maimer.
Job understanding for key positions within the C.B.S. was developed. The
most current organization chart (June, 1988 � see Chapter 3: Figure 1) plus the
job descriptions of the top fifteen management positions were reviewed. Job
duties and accountability for end results were examined. The service muc and
levels of who did what and why were reviewed. Reporting relationships and
existing support systems were examined.
From this began the organizational analysis. Strengths and weaknesses of the
current organization and job structures in our abilities to support the "Plan for the
Nineties" were analyzed. After this analysis the organization and job design
options were investigated. It was important to develop options and
recommendations for two areas. First, the division of work by function, service.
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and results expected were placed into separate organizational units. Second, the
integration of larger and more meaningful pieces of work to create different levels
of managerial positions were stated.
Next job redundancy was examined. From this examination we were able to
develop reconmiendations for the handling of incumbents whose jobs might be
considered redundant or obsolete. It was suggested that these may range from
reappointments to firings, (called in the jargon of these situations "de hiring").
Remembering that we were working with a traditional, classical organization
which has had a presence in our country since 1804 � sbcty-three years prior to
Confederation in 1867, it was imperative to present a recommendation of actions
concerning the organization/job design options, and the job redundancy to the
Executive Committee for their review and approval before proceeding to the next
step.
After gaining the acceptance of the Executive Committee a "de hiring" process
and communication process with all senior management staff from across Canada
was begun. After appropriate counseUing and instruction from an out-placement
firm six senior management staff were dismissed. A general meeting of all
support staff was assembled, and an in-depth meeting mth all remaining senior
management from across Canada was held.
It was explained that a restructuring and a refocusing of our ministry mandate
was taking place. All senior management were asked to submit proposals of their
vision for the organization. Between the ongoing consultation with the Executive
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Committee of the Board of Directors and now the request for input from persons
other than the traditional classical hierarchy gave notice that a shift was taking
place in the type of organization we had been. The movement was not fast nor
furious, but well thought out and carefully implemented. We were now moving
from an organization that had many of the elements of the historical and classical
organization theory entrenched in its various components, with the inclusion of
aspects of the charismatic theory as well, to a very obvious systems theory of
organizational development.
Although the task of de hiring fell directly on my shoulders, having the
unanimous support of the Executive Cormnittee who recognized the need for
change, gave new freedom for staff to give expression of their ideas and insights
for effective ministry fulfilling our mandate in response to the changing
environment of which we were/are a part. Amazingly staff morale improved with
the down-sizing of management. The consultant had advised there were too many
people in leadership positions focusing on internal matters and there was not a
proper balance of emphasis on external opportunities ~ especially opportunities
which involved new immigrants such as the Chinese.
From this proceeded a whole new level of energy for the C.B.S. We prepared
job documentation. Staff were asked to prepare job descriptions for purposes of
job evaluation. In discussion with the consultant, the assumption was that only
the top fifteen positions were most likely to be affected in any serious way. Some
of the other positions may have a change in reporting relationships but that was
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about all. The consultant provided the job description format and the staff
completed the job descriptions. From this data jobs were evaluated.
To do job evaluation effectively to the place where we would be able to
refocus the direction of the C.B.S. to speak to our changing environment
necessitated the need for training. It was necessary for four staff people to learn
how the evaluation methodology worked because a small committee would be the
primary source of job understanding. This committee had input into every
position within the C.B.S. organization.
After completing the evaluations the data was given to the consulting firm
who assessed it in relation to their standards of evaluation. The consulting firm
did a correlation of our data against their data banks giving us a correlation
measured against other organizations.
Subsequent to this we had the consulting firm do an internal/external analysis
collecting and comparing our compensation data, salary structure and practices
and give an assessment to the extent of internal equity. They then compared our
compensation data to those organizations which could be identified as groups we
would relate to. Through this we were able to determine our current competitive
position in relation to other organizations. From this we have been able to
develop salary policy lines, salary ranges and policies that are internally equitable,
externally competitive, and in compliance with Pay Equity requirements. The
consultants then gave suggestions for a plan of implementation.
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If any of this were poorly handled, all efforts and good intentions would be in
vain. Alternatives relative to timing and method of communication needed
constant refocusing. Determining factors included the nature and degree of job
redundancy, salary red-circlings - meaning those akeady earning in excess of
reconunended levels, and the like. If we were to take our desire to minister
beyond the traditional Anglo-Canadians seriously we had to carefully walk
through this whole painful process.
The Recommendations
At the Executive Committee meeting of the C.B.S. held November 27, 1990 a
planning paper was presented outlining the new future direction and forward
thinking of the Society based on performance management (This is not included
in the Appendices as it contains confidential information). To the reader the
question could be asked: "How does performance management tie in to the
objectives of this dissertation?" Remembering that we are addressing issues of
change upon a long established organization, necessitates thoroughness on all the
internal issues before application can be made to the external environment - in
this instance ministry between the C.B.S. and the Chinese Christians of
Metropolitan Toronto.
The presentation began with the outlining the objectives of performance
management for the C.B.S. There was the need to ensure the execution of our
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plans for the future. The Board of Directors needed time to recognize and reflect
upon the new direction of the organization, now going beyond the traditional
Anglo-Canadian support base for financial support and direct organization and
administrative involvement.
People must be motivated and recognized for performance. Employees,
especially management, must be encouraged to develop relationships beyond
those of the traditional, historical past. As the leadership of the C.B.S. focuses in
a new direction and communicates this desire effectively, then people who give
ideas and assist in refocusing the direction need to be recognized and need to
know their leadership is appreciated.
Another objective is to provide a means for linking individual objectives with
the C.B.S. plans. This whole movement and transition by the C.B.S. must be
owned by all within the organization to empower effective change. Another
objective is to strengthen employee morale. We are not just trying to maintain
the status quo of the past, but we truly believe we have very important ministry
objectives to fulfil which will influence and strengthen the gospel message
throughout Canada and throughout the world.
A further objective is to provide a basis for training and development.
Leaders entrenched in a traditional or classical mind set will need instruction and
education to shift to a ministry focus. With this in mind we had to address the
means for linking performance and pay. The objectives stated were presented
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openly so that we could demonstrate C.B.S. interest in employees recognizing
their potential for developing our ministry.
Throughout this process we endeavored to translate the C.B.S. plans into
individual objectives for each staff person. Long-term goals and strategies for
1991 and beyond were outlined. Business objectives for 1991 were addressed. As
this was being done questions were asked and the responses listened to ensuring
that the business objectives were adequately covered by the key managers'
objectives. The managers were asked if individuals recognized their relationships
and were they clear who was accountable for what. The issue of work load upon
the leadership was addressed and whether they could support the expectations. A
correlation between this year's objectives fitting the long-term accountabilities was
done. They were asked if the total package of objectives were realistic in terms
of budgets, present financial needs, and the timing of the changes being suggested.
They were then asked if the results could be properly monitored in a systematic
way.
The benefits from integrated plaiming were explained. There was the need to
understand the business plan of the C.B.S. There was the need to understand the
dynamics that make it work. Plus there was the need to understand each
individual's part in achieving the objectives. It was the intention to assist
individuals to think about what was needed to relate with and to depend on to
achieve the objectives, and also ask themselves the question "why?" It was
stressed that time would need to be set aside for progress checks throughout the
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year. It was agreed that if everything internally could be focused and expectations
could be articulated then the Bible Society may be able to move out of its
"cocoon".
Some of the outputs of integrated plaiming were a set of C.B.S. objectives.
We now had an agreement of individual accountabiUties which would in turn
contribute to the C.B.S. objectives. Now for the first time in its history in Canada
there was an action plan for on-going progress reviews which would measure
performance beyond the internal workings of the organization.
We knew that this would not "just happen", but that we would need to develop
steps to integrated planning. Relying on the findings from the insights from
organizational development and from cultural anthropology we would need to
develop and review individual job accountabilities. We needed to develop and
agree on C.B.S. goals, short term and longer term, and develop strategies for 1991
and beyond. Regular planning meetings with senior managers to develop and
discuss the C.B.S. objectives were implemented. We had to agree upon prime and
contributory accountabilities of each department head and how that would
contribute to the C.B.S. objectives. The planning meetings with the senior
managers would also serve as the forum to initiate action planning to achieve the
objectives.
From this, department heads are to meet with department members and agree
to individual accountabilities to contribute to the objectives. This way individuals
also prepare objectives and action plans for their individual responsibilities. For
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the integrating planning to function properly the agreed upon objectives and
action plans with the managers need to be recorded for performance discussions
with the management throughout the year.
The principal phases of the cycle are planning, reviewing, and monitoring.
The plarming should be a natural outcome of the annual planning process, and
should be completed before the start of the plan year in question. The reviewing
should be the culmination of a series of interim reviews, so that there are no real
surprises for the job holder, nor for the reviewing manager-supervisor. The
monitoring is continuous ~ ongoing throughout the year. Job holders should be
monitoring their own performance, and should be meeting at intervals with their
reviewing managers/supervisors - formally and informally ~ to talk about how
things are going, and what might need to be done to make it more likely that
objectives will be attained or exceeded.
In an organization which has never had objectives and goals spelled out
before this takes a lot of time and energy. After careful observation and analysis
this is the planned direction to empower the CB.S. to reach beyond its present
situation to change its focus of ministry so that the C.B.S. will be able to embrace
the new immigrant communities of Chinese Christians in Metropolitan Toronto.
Without going through this process would mean to remain in a status-quo mode of
operation.
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The Applications
In the recent book Reclaiming a Nation. (Motz,ed.l990:118) Enoch Wan says:
When we send our missionaries to other lands, we train them to look
for ways that God has prepared that culture for the gospel, ways to look
for receptivity that wall affect strategy. We need to do the same as we
look at reaching these new cultiures coming to our land. In fact, our
strategy for evangelism will be deficient if this 'cultural
integration/variation' is not taken into consideration. There are factors
of integration and receptivity that can help us better conununicate the
gospel to that culture.
It is through this research the C.B.S. now has an informative understanding of
the characteristics and history of the Chinese in Canada. The results of the
interviews gave insight to how little we know in going about effective
communication with a cultural group different than ourselves. Yet through the
insights gained from cultural anthropology the C.B.S. now has the know how to
begin the process of cultural integration/variation.
Wan (1990:120) points out in his section on culture that people of the East
give a high priority to "honor" and avoid "shame" at all cost. He says that the
Chinese understand the Christian message more effectively when Christ is
presented as the personal mediator-reconciler instead of the justification approach
we so aptly respond to as Anglo-Canadians. He points out the Chinese cultural
thinking in relation to the message of power. To the Chinese the freedom and joy
in Christ is a liberating message and life style ~ something that can be declared
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clearly, and demonstrated powerfully and experienced daily. Yet they are unlikely
to respond to the Christian message in the public, program oriented, social
gathering atmosphere as an Anglo-Canadian would. The method of decision
making tends to a more conununal, family, "other-directed" approach. Their
understanding of grace is not a simplistic notion of easy verbal acceptance, but
requires deep commitment and in-depth follow-up cuid discipling.
With this said, and with Anglo-Canada as the "host" culture (at least in
Toronto) integration will be quite slow depending on objective predisposition and
subjective preference of the Chinese. Yet with the leadership and direction focus
of the C.B.S. being conscious of the need for their own ministry change, and their
awareness and understanding of the Chinese people, change will take place.
The Implications
For the C.B.S. to enact its mandate shifting from the traditional, classical
organization that it has been is not an easy task. Changes in the organizational
structure with a focus on planning and strategizing - and looking beyond its
Anglo-Canadian support base are very essential for a healthy and ongoing
ministry. All of the internal refocusing must take place before the C.B.S. is able
to move from its position of entrenchment to a position of action. (Figure 6).
The suggestions for change have been received by the organization and the
shift is actually taking place. New methods of operation are now in place.
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Planning and goal setting with more than Anglo-Canadians in mind are now part
of the everyday operations of the Society. Attempts to do fund raising and
recruitment which embraces new inunigrant commimities of the Chinese are being
focused and will be enacted in subsequent months. The C.B.S. is able to do this
because their internal structure now allows for a ministry focus versus one of
maintenance. The C.B.S. is now structured to look out to the community to which
they wish to provide ministry rather than the inward reflection to sustain the
status-quo which caused paralysis and ineffectiveness.
Part of the ongoing refocusing will necessitate the hands on involvement of
Chinese. To date the C.B.S. has six Chinese on staff, two in supervisory positions
and four as support staff. Its senior staff has remained "white" although one
Director is female and one is French Canadian. Twelve of the Senior Staff speak
more than one language. The District Boards are dominated by Anglo-Canadians
as is the National Board and Executive Committee. The Finance Committee is
dominated by upper middle class professionals. We have been able to establish a
significant blending of Protestant and Roman Catholic participation on Boards
and Committees. Members of the Orthodox tradition are also now involved. Yet
it remains an education process to invite and allow Chinese and other immigrant
groups to have positions of authority enabling hands on leadership.
The structure of the C.B.S. is clearly focused and we can now see who and
what we are. Yet we still need to work through the bureaucracy of the boards
and committee structure to allow greater diversity throughout the rank and file.
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The difficulty is to do this without alienating the leadership and support base. We
are also able to make several changes to reflect our desired intention, but if we
do so in a maimer which is not effective then the C.B.S. will not have the income
to support its ministries to fulfil its mandate.
Although this study is not complete in itself, it has shown that the C.B.S.
needs to be amiable to, and work with the immigrant population, particularly the
Chinese. A new and more responsive attitude of the C.B.S. to its proposed client
base is desired. There is more work which needs to be done, but the problem is
now being addressed, whereas it was not addressed in the past. The Society will
need to host workshops and conununications seminars so that people will know
the C.B.S. is open to change and a new direction. It is clear from this study the
old structure did not allow for changes or flexibility. The new changes to
structure and organization allows for involvement of, and interaction with the
Chinese.
This dissertation has addressed areas of time and space. The old ways
have provided a historical past of traditional and classical organizational theory.
The recent past and present have allowed the review of the historical past and
provided opportunity to move into the future. The future will bring new people
and ideas to the organization. This new openness assists the Society in
recognizing the work that still needs to be done in responding to, and focusing its
mandate for future generations.
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What is it?
THEIIRINBSIMMiSIATIOinOGRAM: People w,th ner worth of $500,000 are
granted citizenship if they invest $250,000 for three years. Critics say
the practice is akin to selling passports; supporters soy it brings capital
and creates jobs. A second cotegory, for immigrant entrepreneurs, lowers
the investment requirement to $ 1 50,000 but asks that they apply their
skills to the business. In 1987, the fop five source countries for business
immigrants were: Hong Kong (863), South Korea (224), Taivran (199),
United Stotes ( 1 58) and France ( 1 57). In 1 985, almost 4 1 % of all busi
ness immigrants settled in Ontario, while 26% settled In Quebec.
p. 170
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Let me introduce myself and tell you why I am doing this survey.
I am a Christian minister working full time as the District Secretary,
for Central Ontario of the Canadian Bible Society. I have my
Bachelor of Arts (University of Winnipeg), my Master of Divinity
(Queen's University) and I am presently enrolled in the Doctor of
Ministry degree program at Asbury Theological Seminary, Wilmore,
Kentucky.
It is in my work role with the Canadian Bible Society that I have
noticed the population shift in metro Toronto from a predominately
white Anglo-Saxon city to a city with tremendous cultural diversity.
In my dissertation for my Doctorate I am endeavouring to address
the issues confronting Christian charities and cultural changes.
It is my purpose through a descriptive study to address the cultural
shift in our Christian community. As this study is completed it
is my purpose to design new methodologies and develop long-range
planning that will be of service to both churches and para-church
organizations.
Thank you for allowing me to talk with you about these important
matters.
Sincerely,
Floyd C. Babcock,
FCB/ad
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THIS IS A SURVEY DESIGNED AND CONDUCTED TO ISOLATE SOCIAL, CULTURAL,
AND RELIGIOUS CHARACTERISTICS OF PEOPLES NEW TO CANADA
1. What is your country of origin?
2. What were your thoughts upon leaving your country? (family, economic reasons)
3. Why did you choose to come to Canada (as opposed to other countries around the
world)?
4. Were you part of the Christian church in your country before you came to Canada?
5. What was involved in being part of the Christian church in your home country?
6. Since moving to Canada what role does Christianity play in your life?
7. a.) Since moving to Canada what place does your Chinese culture now take?
b.) Please describe any changes you feel.
8. a.) Since moving to Canada has Canadian culture affected you?
b.) In what ways?
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9. How do you view the Canadian church generally? (How do you see it?)
10. a.) Now that you live in Canada how do you see yourself and your church in relation
to the general church population?
b.) What would you like to see happen in your church here in Canada?
c.) What would you like to see happen in Christianity throughout Canada?
11. a.) Do you support and encourage organizations other than those of your own cultural
group?
b.) How do you do this?
c.) Why do you do this?
12. As you know, I am a representative of the Canadian Bible Society. The Bible Societies
are joined around the world through the United Bible Societies. We translate, produce,
and distribute scripture in the languages of the world and at prices people can afford
to pay.
a.) Have you ever heard of the Bible Society before?
b.) How could the Bible Society help you?
c.) What services could we provide to your church or community?
13. Do you think people of your cultural background are supportive to organizations
such as the Bible Society?
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14. How do you see yourself supporting and co-operating with organizations other than
your own church, or your own cultural background?
15. If you were responsible for the functioning of the Bible Society what would you do
to make people of your cultural community aware of it so that they would be willing
to support it and make use of its services?
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CANADIAN BIBLE SOCIETY Appendix C
Mission and Strategy
The Mission and Strategy document provides the framework around which detailed
planning is built. It reflects the philosophy of the Canadian Bible Society (Society),
outlining goals and how they will be achieved.
1.0 C.B.S. MISSION
1.1 Object
I.l.l According to its charter, "The sole object of the Society shall be to
promote and encourage the wider circulation throughout Canada of
the Scriptures, without note or comment, and to cooperate with the
United Bible Societies in its worldwide work."
1.2 Philosophy
1.2.1 The Society will place strong emphasis on excellence, accountability,
communication and truthfulness in its ministries and stewardship
responsibilities.
1.2.2 Within the broad spectrum of the Christian tradition, the Society will
endeavour to serve the Scripture needs of all churches, para-church
groups and individuals in their worship, study, outreach and evangelism
programs.
1.2.3 The Society will invite and include the active involvement in its ministries
of all Christians in Canada regardless of denomination, tradition and
communion.
1.3 Ministries
1.3.1 The translation of the Holy Scriptures in languages the world's peoples
can read and understand.
1.3.2 The publication of the Holy Scriptures and the production of related
resources without doctrinal note or comment.
1.3.3 The widest possible distribution of the Holy Scriptures at prices people
can reasonably afford.
Revised
October 1, 1991
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2-0 STATEMENT OF OBJECTIVES
2.1 Ministry Objectives
2.1.1 Scripture Needs
Ensure that Scripture needs of churches, para-church organizations,
and individuals in Canada are understood by the Society.
2.1.2 Translation
Ensure that all Society-supported Scripture translations are of the highest
possible quality in terms of idiomatic languages, accurate meaning,
textual base and reader comprehension.
2.1.3 Production
2.1.3.1 Ensure adequate stocks of the Society's publications are produced
as required to perform its ministries.
2.1.3.2 Ensure the quality and appropriateness of publications are
controlled and the integrity of the text is maintained.
2.1.4 Distribution
2.1.4.1 Ensure distribution programs are timely and effective.
2.1.4.2 Maintain adequate Scripture inventories in the languages and
formats needed to meet ongoing demands.
2.1.5 Bible Use and Promotion
Encourage the regular reading and prayerful study of the Holy Scriptures.
2.2 Management Objectives
2.2.1 Ministry Funding/Financial Objective
2.2.1.1 Ensure that resources exist to fulfill the approved ministries
of the Society at home and abroad.
2.2.1.2 Develop the broadest possible base for support of the ministries
of the Society, adhering to the strictest ethical standards.
2.2.2 Communications Objectives
2.2.3.1 Ensure there exists an adequate reporting system from manage
ment to the Executive Committee/General Board.
2.2.3.2 Ensure that donors, employees and other interested parties
are informed of all activities.
Revised
October 1, 1991
2.2.3 Business Objectives
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2.2.3.1 Strive for the best possible return on all monetary, material
and human resources, expended to accomplish the Society's
objectives in Canada and throughout the world.
2.2.3.2 Observe all applicable laws and regulations.
2.2.4 Managerial Objectives
2.2.4.1 Ensure that appropriate controls are in place to protect the
interests of the Society.
2.2.4.2 Recognize the contribution and potential of all employees.
2.2.5 Technological Objective
Research contemporary procedures and technological changes to enable
the Society to operate in an efficient manner.
2.2.6 Organizational Development
Develop and maintain an integral organizational philosophy for the
Society incorporating national office and the districts.
3.0 STRATEGIES TO ACHIEVE OBJECTIVES
3.1 Ministry Strategies
3.1.1 Scripture Needs
3.1.1.1 Define and conduct surveys and research to provide sufficient
information to permit the desigr of appropriate programs in
the areas of translation, production, distribution, Bible centres
and district operations.
3.1.1.2 Employ external resources to augment internally developed
survey and research information.
3.1.2 Translation, Production and Distribution
Review the Society's ministry and management activities to respond
to the information secured through surveys and research activities.
3.1.3 Bible Use and Promotion
3.1.3.1 Increase public awareness of the unsatisfied need for the Scrip
tures in Canada, as well as in many other parts of the world.
3.1.3.2 Mai<e the Scriptures accessible to people in the format, edition,
size, and price range that will enable and encourage readership.
Revised
October 1, 1991
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3.2 Management Strategies
3.2.1 Ministry Funding/Financial Strategy
Develop and maintain a fund-raising committee enabling the Society
to research, create and establish fund-raising methods which adhere
to Society standards.
3.2.2 Communications Strategies
3.2.2.1 Expand the existing reporting and control evaluation systems
to provide appropriate information from the staff and auditors
to the General Secretary, management team, Executive Commit
tee and General Board.
3.2.2.2 Build a communications network to ensure that national and
district employees, national and district Board members, indiv
idual and corporate donors, international colleagues, active
supporters and the public at large understand the ministries
and strategies of the Society.
3.2.3 Business Objective
Examine the economics of the Society's operations and where appropriate,
recommend changes.
3.2.4 Managerial Objectives
3.2.4.1 Strengthen the human resource base through selective training
and development with a performance appraisal system which
incorporates rewards commensurate with effort expended and
results achieved.
3.2.4.2 Enhance employee growth and development, encouraging initia
tive, creativity, excellence and team spririt within the Society's
family.
3.2.5 Technological Objective
Be aware of horizon thinking in the operation of charitable organizations,
and plan for and adopt new techniques, equipment and approaches which
will contribute positively to the operation of the Society.
3.2.6 Organizational Development
3.2.6.1 Annual preparation of planning papers by each Ministry/Manage
ment area which responds to the general objectives and strategies
of the Society.
3.2.6.2 Update the Reference Manual which includes the policies and
procedures of the Society.
Revised
October 1, 1991
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RESPONsmiLrnEs and tasks
The major components of implementation planning for the Canadian Bible Society
are contained in the Planning Papers. It is suggested they be read in conjunction with
the following items which reflect a variety of responsibilities and tasks requiring atten
tion.
1.0 GENERAL BOARD/^ECUnVE COMMITTEE
1.1 Approve annually the Mission and Strategy document.
1.2 Approve the annual Planning Papers which outline plans and activities of
major departments.
1.3 Approve the annu�il operating and capital budgets.
1.4 Approve audited financial statements.
1.5 Receive and approve required operating reports, evaluation and analysis.
1.6 Approve revisions to Bylaws.
1.7 Approve new or revised policies.
1.8 Ensure terms of reference for all Committees are in place.
1.9 Establish such additional committees as may be required to operate the
Society's affairs.
1.10 Follow-up all approved actions for completion.
1.11 Approve in principle aU public appeals, advertising and other forms of mass
communications.
Revised
January 24, 1992
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2.0 GENERAL SECRETARY
2.1 Executive Matters
2.1.1 Coordinate organizational development.
2.1.2 Utilize external surveys to identify needs for services.
2.1.3 Enhance involvement of District Secretaries in CBS affairs.
2.1.4 Enhance relationships with District Boards.
2.1.5 Represent CBS in UBS affairs.
2.1.6 Examine policy on Bookstore/ Bible Centres.
2.1.7 Review existing policies and develop additional policies as required.
2.1.8 Coordinate the prepartion of three-year plan for the major elements
of the Society.
2.1.9 Develop a 10-year conceptual plan providing the Society with a vision
which prepares for the twenty-first century.
2.1.10 Ensure existence of adequate reporting systems to inform Executive
Committee and General Board about the Society's activities.
2.2 Public Relations
2.2.1 Ensure audiences not currently being reached are identified.
2.2.2 Ensure programs to emphasize special days: e.g. Bible Sunday and
Canadian Bible Society Bible Sunday are developed.
2.2.3 Expand program of news releases to media.
2.2.4 Explore establishing a Bible Society/Education Week; a Bible Society/
Business Week; Bible Society/Government Week through the Outreach
Ministry Director.
2.2.5 Encourage research and development of programs to reach young people.
2.2.6 Enhance programs, in conjunction with the districts, to assist in the
development of Branch activities, with special attention to the role
of volunteers through the Outreach Ministry Director.
Revised
2.3 Financial and Administration Matters
2.3.1 Ensure job description, job evaluation and performance appraisal
programs are maintained and up-to-date.
2.3.2 Ensure planning papers, in conjunction with annual budgets, are
produced.
2.3.3 Ensure annual operating budget is prepared.
2.3.4 Ensure annual capital budget is prepared.
2.3.5 Develop a report on appropriate level of financial reserves
in cooperation with the Finance Director and Finance Committee.
2.3.6 Ensure qualitiative analysis of costs are prepared.
2.3.7 Initiate research to examine economics and other aspects of
national office location.
2.3.8 Ensure existing computer systems of the Bible Society
keep pace with identified needs.
2.3.9 Initiate review and report on insurance program to Executive
Committee.
Revised
January 24, 1992
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CANADIAN BIBLE SOCIETY
NATIONAL OFFICE CALENDAR
1992-93
Item
Year-End statements ic auditors' letter
Plans for Annual General Meeting
Assembly and mailing AGM material
Planning Papers
Meetings to review Planning Papers
Preparation of Budgets
Operating & Capital
Summary of Budgets and Planning Papers
for Executive Committee
Summary of Budgets and Planning Papers
send to Executive Committee
Montlily comparison of Budget vs. Actual
with explanations
Summary of financial results
to Exec. Committee
Monthly Report on Activities
Tri-annual Report on Activities
Action
Audit Committee
Gen. Secretary
Gen. Secretary
Directors
Gen. Secretary
Report to Due
Gen. Secretary April 30
President April 15
� April 30
Gen. Secretary Nov. 1
� Nov. 15
Finance Director Gen. Secretary Dec. 15
Finance Director Gen. Secretary Feb. 15/93
Gen. Secretary
Finance Director
Finance Director
Directors
Directors
Feb. 15/93
Gen. Secretary 10th working da
Gen. Secretary June 25
Sept. 25
Dec. 20
Mar. 25
Gen. Secretary 15th monthly
Executive Com. Feb. 14
May 6
Oct. 23
Feb. 12/93
Annual wrap-up on Activities
Policy Manual Review and Update
Job Description, Job Evaluation,
Performance Appraisal
External Surveys
Salary Reviews
Revised
Directors
Outreach/Oper.
Finance Director
Directors
Gen. Secretary
Gen. Board April 15
Gen.Secretary Nov.30
Gen. Secretary Nov. 15
Gen. Secretary to be determin
Personnel Com. Sept. 30
.Tnniihnr 1991
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CANADIAN BIBLE SOCIETY
1991-92
General Secretary's Calendar
Item Action Report to Due
Monthly
Management Team Meetmg
Finance Com. Meeting
Quarterly
Executive Com. Meeting
QNL Column
Conseil Francophone
Assistant to G.S.
Finance Com.
Chairman
Gen. Secretary
Gen. Secretary
Director
Gen. Secretary 3rd week
Gen. Secretary 4th week
President
QNL Editor
Gen. Secretary
Semi-Annually
District Secretaries' Meeting Gen. Secretary Executive Com.
Annually
Annual General Meeting Gen. Secretary President
UBS � AMREC Gen. Secretary Executive Com.
UBS � ANGLOSEC Gen. Secretary Executive Com.
UBS � FRANCOSEC Gen. Secretary Executive Com.
District Visitations Gen. Secretary Executive Com.
Bible Society Sunday
(1st Sunday in May) Gen. Secretary Executive Com.
Bible Week
(2nd Sunday in Advent) Gen. Secretary Executive Com.
Easter Mailing Gen. Secretary Executive Com.
Thanksgiving Mailing Gen. Secretary Executive Com.
Christmas Mailing Gen. Secretary Executive Com.
Audit Committee Gen. Secretary Executive Com.
Fund-raising Committee Gen. Secretary Executive Com.
Planning Committee Gen. Secretary Executive Com.
Personnel Committee Gen. Secretary Executive Com.
Mission <5c Strategy Committee Gen. Secretary Executive Com.
Revised
October 1, 1991
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Appendix D
CANADIAN BIBLE SOCIETY
PLAN FOR THE NINETIES
Office of the General Secretary
April 25, 1990
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CBS GENERAL BOARD MEETING - JUNE 2, 1989
MOTION
That the General Board appoint a sub-committee to develop further the "Plan for the
Nineties", under the chairmanship of the General Secretary as chief planner of the Society,
on a basis consistent with the approved Mission and Strategy Document, and in consultation
with the Districts, for presentation to the 1990 meeting of the General Board.
(Note: It is to be understood that the proposed plan is to be in the hands of the District
Representatives at least one month prior to the meeting of the General Board.)
Ad Hoc Committee
Rev. Floyd Babcoci<, Chairman
Mr. Ken Barnard
Mr. John Fordham
Mr. Robert Eraser
Dr. Fernetta Levy
Rev. Charles Mortimer-
Rev. Dr. Ken Peterson
Ms. Doreen Richards
Mr. John Townesend
Mr. Blake Gieg, Secretary
April 25, 1990 i
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FOREWORD
Planning is the life-blood of any organization and the growth of the Canadian Bible Society
has come about through thoughtful and creative planners. The very existence of the Society
began with those whose idea became a plan. As time passed, the number of people involved
became larger to the point that today, 190 countries worldwide cooperate in spreading
the V\?ord of God through the United Bible Societies. The Canadian Bible Society, as a
charter member of the United Bible Societies, has played a major part in the expansion
of Bible Society work. This has been accomplished by men and women creating and
following through with their plans.
On the international scene, dramatic changes in government policies in Eastern Europe
vividly demonstrate the constant need for flexibility in the planning processes of the
Society.
On the national scene, the demands for service have changed significantly due to the change
in demographics of Canada, and the change in the linguistic makeup of the peoples of
Canada. These ongoing changes demand a firm commitment to a planning process which
assists in dealing with the urgent and unforeseen demands being experienced in current
times.
In response to the ongoing changes, the structure of the Canadian Bible Society has evolved
significantly over the past five years while recognizing and remembering its historical
background as set out in Schedule "A".
In furtherance of the planning process, in 1988, a written document was developed, spelling
out the mandate, objective and strategies to carry out the Society's stated goals. This
was the Mission and Strategy document prepared to meet the challenges of the future.
A further paper on planning, the Planning for the Nineties, was presented to the General
Board's Annual Meeting in June, 1989. As a result of discussion from that meeting, an
Ad Hoc Committee was established to further develop the Plan for the Nineties in
conjunction with the Mission and Strategy document already approved.
April 25, 1990
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Mission and Strategy
The Mission and Strategy document provides the framework around which detailed
planning is built. It reflects the philosophical underpinnings of the Canadian Bible
Society. What follows is a revised Mission and Strategy document designed to clarify
what the Society is attempting to achieve and how the Society is to achieve it.
1.0 MISSION OF THE SOCIETY
1.1 Object
1.1.1 According to its charter, "The sole object of the Society shall
be to promote and encourage the wider circulation throughout
Canada of the Scriptures, without note or comment, and to
cooperate with the United Bible Societies in its worldwide work."
1.2 Philosophy
1.2.1 The Society will place strong emphasis on excellence,
accountability, communication and truthfulness in its ministries
and stewardship responsibilities.
1.2.2 Within the broad spectrum of the Judaeo-Christian tradition,
the Society will endeavour to serve the Scripture needs of all
churches, para-church groups and individuals in their worship,
study, outreach and evangelism programs.
1.2.3 The Society will invite and include the active involvement in its
ministries of all Christians in Canada regardless of denomination,
tradition and communion.
1.3 Ministries
1.3.1 The translation of the Holy Scriptures in languages the world's
peoples can read and understand.
1.3.2 The publication of the Holy Scriptures and the production of related
resources without doctrinal note or comment.
1.3.3 The widest possible distribution of the Holy Scriptures at prices
people can reasonably afford.
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2.0 OBJECTIVES
2.1 Ministry Objectives
2.1.1 Scripture Needs
Ensure that Scripture needs of churches, para-church organizations,
and individuals in Canada are understood.
2.1.2 Translation
Ensure that all Bible Society-supported Scripture translations
are of the highest possible quality in terms of idiomatic languages,
accurate meaning, textual base and reader comprehension.
2.1.3 Production
2.1.3.1 Ensure adequate stocks of the Society's publications are
produced as required to perform its ministries.
2.1.3.2 Ensure the quality and appropriateness of publications
are controlled and the integrity of the text is maintained.
2.1.4 Distribution
2.1.4.1 Ensure distribution programs are timely and effective.
2.1.4.2 Maintain adequate Scripture inventories in the languages
and formats needed to meet ongoing demands.
2.1.5 Bible Use and Promotion
Encourage the regular reading and prayerful study of the Holy
Scriptures.
2.1.6 Ministry Funding
Develop the broadest possible base for support of the ministries
of the Society, ac'hering to the strictest ethical standards.
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2.2.1 Ensure that resources exist to fulfill the ministries of the Society
at home and abroad.
2.2.2 Ensure that appropriate controls are in place to protect the interests
of the Society, and that there exists an adequate reporting system
from management to the General Board.
2.2.3 Ensure that donors, employees and other interested parties are
fully informed of all activities.
2.2.4 Strive for the best possible return on all monetary, material and
human resources, expended to accomplish the Society's objectives
in Canada and throughout the world.
2.2.5 Recognize the contribution and potential of all employees.
2.2.6 Maintain competence in contemporary procedures and technologies.
2.2.7 Observe all applicable laws and regulations.
3.0 STRATEGIES
3.1 Ministry Strategies
3.1.1 Define and conduct surveys and research to provide sufficient
information to permit the design of appropriate programs in the
areas of translation, production, distribution, fund-raising, Bible
centres and district operations.
3.1.2 Employ external resources to augment internally developed survey
and research information.
3.1.3 Review the Society's ministry and management activities to respond
to the information secured through surveys and research activities.
3.1.4 Increase public awareness of the unsatisfied need and yearning
for the Scriptures in Canada as well as in many other parts of
the world.
3.1.5 Make the Scriptures accessible to people in the format, edition,
size, and price range that will enable and encourage readership.
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3.2.1 Strengthen the human resource base through selective training
and development with a performance appraisal system which
incorporates rewards commensurate with effort expended and
results achieved.
3.2.2 Enhance employee growth and development, encouraging initiative,
creativity, excellence and team spirit within the Society's family.
3.2.3 Be aware of horizon thinking in the operation of charitable
organizations, and plan for and adopt new techniques, equipment
and approaches which can contribute positively to the operation
of the Society.
3.2.4 Expand the existing reporting and control evaluation systems
to provide appropriate information from the staff and auditors
to the General Secretary, management team. Executive Committee
and General Board.
3.2.5 Build a communications network to ensure that national and district
employees, national and district Board members, individual and
corporate donors, international colleagues, active supporters and
the public at large understand the ministries and strategies of
the Society.
3.2.6 Compile and update the Reference Manual which includes the
policies and procedures of the Society.
3.2.7 Annual preparation of planning papers by each Ministry/Management
area which responds to the general objectives and strategies of
the Society.
3.2.8 Examine the economics of the Society's operations and where
appropriate, recommend changes.
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RESPONSroiLITIES AND TASKS
The major components of implementation planning for the Canadian Bible Society are
contained in the Planning Papers. It is suggested they be read in conjimction with the
following items which reflect a variety of tasks requiring attention. The accomplishment
of these tasks will position the Society to place increased emphasis on its basic ministries
of translation, production and distribution, at home and abroad.
1.0 GENERAL BOARD/EXECUTIVE COMMITTEE
1.1 Approve annually the Mission and Strategy document.
1.2 Approve annually Piannmg Papers outlining plans and activities of major
departments.
1.3 Approve annually operating and capital budgets.
1.4 Approve audited financial statements.
1.5 Receive and approve required operating reports, evaluations and analysis.
1.6 Approve revisions to By-laws.
1.7 Approve new or revised policies.
1.8 Ensure terms of reference for all Committees are in place.
1.9 Establish such additional committees as may be required to operate the
Society's affairs.
1.10 Follow-up all approved actions for completion.
1.11 Explore preparation of Mission and Strategy documents at the District
level.
1.12 Approve in principle all public appeals, advertising and other forms of
mass communications.
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2-1 Executive Matters
2.1.1 Coordinate organizational development.
2.1.2 Utilize external surveys to identify needs for services.
2.1.3 Increase involvement of District Secretaries.
2.1.4 Enhance relationships with District Boards.
2.1.5 Examine role of CBS in UBS.
2.1.6 Examine policy on Bookstores/Bible Centres.
2.1.7 Review existing policies.
2.1.8 Develop additional policies as required.
2.1.9 Coordinate the preparation of five-year pain for the major
elements of the Society
2.1.10 Provide adequate reporting systems to keep Executive
Committee and General Board informed.
2.2 Public Relations
2.2.1 Revise Quarterly Newsletter.
2.2.2 Develop plan for audiences not currently being reached.
2.2.3 Develop programs to emphasize special days: e.g., Bible Sunday
and Canadian Bible Society Bible Sunday.
2.2.4 Expand program of news releases to media.
2.2.5 Explore establishing a Bible Society/Education Week; a Bible
Society/Business Week; Bible Society/Government Week.
2.2.6 Develop programs to reach young people.
2.2.7 Produce new format for Annual Report.
2.2.8 Examine role of volunteers in work of Society.
2.2.9 Develop programs to assist in the development of Branch
activity.
2'3 Financial and Administration Matters
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2.3.1 Establish job description, job evaluation and performance
appraisal programs.
2.3.2 Produce annually planning papers in conjunction with budgets.
2.3.4 Produce annually operating budget.
2.3.4 Produce annually capital budget.
2.3.5 Examine appropriate level of financial reserves.
2.3.6 Provide qualitative analysis of costs.
2.3.7 Report on implications of Canadian Institute of Chartered
Accountants actions relating to reporting on not-forprofit
organizations.
2.3.8 Examine economics and other aspects of national office location.
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1990-91
Item Action Report to
Year-End statements & auditors' letter
Plans for Annual General Meeting
Assembly and mailing AGM material
Planning Reports
Meetings to Review Planning Reports
Preparation of budgets
Operating
Capital
Summary of Budgets and
Planning Reports for Exec. Comm.
Summary of budgets and
Planning Reports send to Exec. Comm,
Monthly comparison of budget vs.
Actual with explanations
Summary of financial results
to Exec. Comm.
Monthly Report on Activities
Quarterly Report on Activities
Annual wrap-up on Activities
Policy Manual
Organizational Review
Job Description, Job Evaluation,
Performance Appraisal
External Surveys
Dir. of Finances
Gen. Secretary
Gen. Secretary
Dept. Managers
Gen. Secretary
Dir. of Finances
Dir. of Finances
Dir. of Finances
Gen. Secretary
Dir. of Finances
Dir. of Finances
Dept. Managers
Dept. Managers
Dept. Managers
Admin. Services
Gen. Secretary
Admin. Services
Gen. Secretary
Gen. Secretary
President
Gen. Secretary
Gen. Secretary Yearlj
Gen. Secretary Yearlj
Gen. Secretary Yearl;
Gen. Secretary Month
Gen. Secretary Quart
Gen. Secretary Monti-
Exec. Comm.
Gen. Board
Gen. Secretary
Exec. Committee
Gen. Secretary Year:
Exec. Comm.
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General Secretary's Calendar
180
Item Action Report to Due
Monthly
Management Team Meeting
Finance Com. Meeting
Dir- of Commun.
Dir. of Finance
Gen. Secretary 3rd weei<
Gen. Secretary 4th weel<
Quarterly
Executiye Com. Meeting
Ad Hoc Planning Com.
QNL Column
Vice-President
Chairman
Gen. Secretary
Gen. Secretary
Gen. Secretary
Executive Com.
Semi-Annual ly
District Secretaries Meeting Gen. Secretary Executive Com.
Annual I V
Annual General Meeting Gen. Secretary President
UBS - AMREC Gen. Secretary Executive Com.
UBS - ANGLOSEC Gen. Secretary Executive Com.
UBS - FRANCOSEC Gen. Secretary Executive Com.
District Visitations Gen. Secretary Executive Com.
Bible Society Sunday
(1st Sunday in May) Gen. Secretary Executive Com.
Bible V/eek
(2nd Sunday in Advent) Gen. Secretary Executive Com.
Easter Mailing Gen. Secretary Executive Com.
Thanksgiving Mailing Gen. Secretary Executive Com.
Christmas Mailing Gen. Secretary Executive Com.
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FACING THE FUTURE
The planning process used by the Society is comprehensive, yet understandable; with
attention it is self-renewing while providing the flexibility required by an organization
working in a dynamic environment.
The process reflects the Society's commitment to planning, accountability, consistent
policy-making, ana sound communications practices.
Standards will be established and adherence to them measured. Informative reports will
be made available to management and directors. Policies will be updated and codified.
The Society is an equal opportunity employer. Employees wiU be dealt with fairly and
consistently.
Subsequent pages contain flow charts which illustrate the planning and operating processes
at work in the Society.
The Mission and Strategy statement sets forth the purpose, objectives and philosophical
underpinnings of the Society. It specifies selected strategies and details an action plan.
Items not referred to in this section are dealt with in the planning papers, which form
a pfiu-t of the budget package.
As chief planner and chief executive of the Society, the General Secretary will ensure
that adequate resources are assigned at appropriate times to each of the organization's
objectives and related strategies. Progress will be monitored and the overall plan will
be up-dated on an annual basis.
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HISTORICAL BACKGROUND
The British and Foreign Bible Society
The British and Foreign Bible Society was founded on 7 March, 1804, at a public meeting
held in the London Tavern, 123 Bishopsgate Street, London, England. Its sole purpose
was to encourage the wider circulation of the Scriptures "v;ithout note or comment".
Its first foreign translation was for Canada, a Mohawk-English Gospel of St. John, translated
by Teyoninhokavawen, also known as "Captain Norton", a chief of the Six Nations Indians
in Upper Canada.
As early as 1807, a grant of 50 Bibles and 200 New Testaments was made to Nova Scotia,
and in 1808 Gaelic Scriptures were forwarded for distribution "in Nova Scotia and Canada".
In 1808 a Society "in subordination to the Parent Society in London" was formed in Nova
Scotia, and funds were raised to carry on the work in Nova Scotia and Canada, and to
assist the British and Foreign Bible Society in its work.
The oldest branch of the Canadian Bible Society is at Truro, Nova Scotia, which was founded
in 1810 and has been functioning without interruption since that date. Quickly, societies
sprang up in : Quebec, Niagara, Newfoundland, Prince Edward Island, Saint John (New
Brunswick), York (Upper Canada), and Montreal. Other societies were formed in due course,
including Ottawa, Western Ontario, Kingston and Perth. These societies proved, in most
cases, strong and active, and were in direct contact with the British and Foreign Bible
Society in London. In 1863, Upper Canada sent an agent to visit British Columbia, who
formed branches in Victoria and Nanaimo on Vancouver Island, and also in New V^estminster.
Nine years later, a depot was opened in Fort Garry (Winnipeg), the beginning of great
work in the Prairie provinces.
The Canadian Bible Society
In 1904, the centenary year of the British and Foreign Bible Society, it was decided that
the various auxiliaries and societies in Canada should be joined together into the Canadian
Bible Society. The first Constitution of the Canadian Bible Society, Auxiliary to the British
�ind Foreign Bible Society, was approved at a meeting of the General Board held in Toronto
on 5 October, 1905, and Royal Assent to the Act of Incorporation was given on 26 June,
1906.
With the formation of a national society, the various auxiliaries no longer had direct
relations with the British and Foreign Bible Society in England, as each now related to
the new Canadian Bible Society.
Schedule "A"
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The Name of the Society
The Canadian Bible Society, Auxiliary to the British and Foreign Bible Society, was
incorporated in the year 1906 by Chapter 74 of the Dominion Statutes of that year.
Subsequently, the Act of Incorporation was amended by Chapter 78 of the 1930 Statutes,
by Chapter 43 of the 1949 Statutes (2nd. Session), and finally on 4 February 1960, by Chapter
64 of the Revised Statutes of Canada. Under this legislation:
In 1904, the name of the Society was:
Canadian Bible Society, Auxiliary to the British and Foreign Bible Society;
In 1930, the name was amended to:
The British and Foreign Bible Society in Canada and Newfoundland;
In 1949, the name was amended to:
The British and Foreign Bible Society in Canada; and
In 1960, the name was amended to:
Canadian Bible Society, Auxiliary of the British and Foreign Bible Society.
Finally, on 4 November 1980, an Order given under the seal of office of
the Minister of Consumer and Corporate Affairs altered the corporate name,
and provided it with a French form, as follows:
CANADIAN BIBLE SOCIETY
LA SOCIETE BIBLIQUE CANADIENNE
United Bible Societies
On May 9, 1946, the United Bible Societies was organized to co-ordinate the work of various
Bible Societies throughout the world.
The Canadian Bible Society was one of 13 charter member of the United Bible Societies
is an autonomous and independent society, and makes annual contributions to the World
Service Budget of the United Bible Societies for the translation, publication and distribution
of the Scriptures worldwide.
Schedule "A" Cont'd
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PRESIDENTS
Newman W. Hoyles (Newfoundland)
Allan M. Denovan (Ontario)
Sidney T. Smith (Ontario)
Thomas G. Rogers (Ontario)
Dalton C. WeUs (Ontario)
Henry H. Hicks (Nova Scotia)
V/illiam G. Black (British Columbia)
Ernest G.B. Foote (Ontario)
Frederick R. MacKinnon (Nova Scotia)
Frederick W. Johnson (Saskatchewan)
E. E. Hinkson (British Columbia)
Gordon L. Bennett (Prince Edward Island)
Fernetta G. Levy (Nova Scotia)
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1904-
1923-
1925-
1947-
1961-
1965-
1968-
1971-
1974-
1977-
1981-
1984-
1986-
�1923
1925
1947
1961
1965
1968
1971
1974
1977
1981
1984
1986
1990
GENERAL SECRETARIES
Robert E. Welsh
WiUiam B. Cooper
James B.M. Armour
William H. Hudspeth
Alexander H. O'Neil
Kenneth G. McMillan
Rev. \^illiam R. RusseU
Rev. Floyd C. Babcock
1905-
1907-
1928-
1947-
1952-
1957-
1983-
1989
1907
1927
1947
1952
1956
1983
1988
DISTRICT FORMATION DATES
Newfoundland and Labrador
Cape Breton
Nova Scotia
Prince Edward Island
New Brunswick (Fredericton District)
Quebec
Montreal
Eastern Ontario (Ottawa District)
Bay of Quinte
Central Ontario (Upper Canada Bible Society)
South Central Ontario (Hamilton District)
Western Ontario
Northern Ontario
Manitoba 6c Saskatchewan
Manitoba
Saskatchewan (North)
South Saskatchewan
North Alberta
South Alberta
British Columbia
North West
1812
1951-1968
1813
1837
1819
1813
1820
1833
1962-1977
1818
1962
1879
1962
1904-1921
1904
1922
1922-1988
1918
1908
1908
1969
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